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ABSTRACT
Despite attempts to establish codes of ethics for 
educational leaders, school administrators continue to 
commit illegal and unethical acts that negatively impact 
their job performance and career potential. A 
comprehensive code of ethics needs to be developed, based 
on current research on codes of ethics, codes of ethics 
from other professions, and the constructs of behavior 
valued by successful educational leaders.
This phenomenological research study explores those 
constructs of behavior. Studies, mainly in business, 
counseling, and medicine, have suggested components of 
codes of ethics, reasons to develop them, and their 
benefits and limitations. The educational leadership 
literature on codes of ethics is limited, especially 
concerning the underlying constructs of behavior. This 
researcher identified five areas of practice and eight 
constructs of behavior in superintendents' discussions of 
ethical dilemmas they faced while performing their duties
The areas of practice identified were: professional
characteristics, personnel practices, political influence
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financial issues, and professional development. When 
sharing ethical dilemmas concerning these five components, 
superintendents referred to eight constructs of behavior: 
concern, fairness, honesty, loyalty, compassion, 
empowering, respectfulness, and trust.
This study suggests that professional organizations 
for practicing school leaders need to begin discussing the 
review of current attempts at a code of ethics. The areas 
of practice and behavioral constructs illuminated in this 
study could serve as a starting point for those 
discussions.
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CHAPTER 1
INTRODUCTION TO THE STUDY
This study examined the constructs of behavior valued 
by selected school superintendents. In this chapter, the 
problem statement, research question, purpose, 
significance, limitations and delimitations, and 
methodology are summarized.
Problem Statement 
Recent media attention has focused on unethical or 
illegal actions by educational administrators. The Atlanta 
Journal-Constitution (Salzer, 2004) reported that the 
Georgia School Superintendent stole more that $500,000 in 
taxpayer money, spending $9,300 of it on a face lift. 
According to CBS News (WCCO, 2006) and The Star Tribune 
(Gewertz, 2006), a former Minneapolis School Superintendent 
is under investigation for alleged use of district 
employees to run personal errands, to do personal 
housekeeping, and to perform research for courses she was 
taking to obtain her Minnesota superintendent's
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
certificate. The Lansing, Kansas school board dismissed 
their superintendent for using district computers to send 
and receive salacious and extremely graphic email messages 
(Guerard, 2000}. A story posted on the Education Matters 
website (2005) tells of two superintendents fired in 
Lemont, IL: one for soliciting an undercover police officer 
for sex while driving a district vehicle and the other for 
failing to pay, and lying about paying, a $2,500 fine for 
displaying penis-shaped pasta at a staff institute day 
meeting. A Maryland superintendent was caught accepting a 
$25,000 cash prize, as part of a national recognition 
program, sponsored by a textbook company contracted to sell 
millions of dollars of books to his district (Pardini, 
2004). An Indiana school board spent $4,100 in funds 
earmarked for public relations efforts to buy an engraved 
Rolex for the superintendent's retirement gift (Pardini,
2004). An elected superintendent's wife asked principals 
to distribute campaign materials in school staff mailboxes 
(Pardini, 2004). KSDK News Channel 5 (KSDK, 2006) reported 
that the Wentzville, Missouri School Board placed their 
superintendent on leave after he was charged with 
soliciting sex and stalking a school employee. Similar 
stories play out across the United States.
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These transgressions undermine public trust in 
educational leaders, and diminish the public's view of the 
educational system as a whole. These leaders make 
counterproductive decisions, especially as professionals 
charged with managing the education, social well-being, and 
safety of community children. Other professional 
organizations, such as the American Psychological 
Association (2002) and the American Counseling Association 
(2005), have well-established codes of ethics, with clearly 
defined expectations and sanctions for violations.
Although professional organizations in education, such as 
the American Association of School Administrators (1981) 
and the National Association of Elementary School 
Principals (1976), have established codes of ethics, the 
educational leadership field lacks a comprehensive code of 
ethics, based on ethical constructs valued by educational 
leaders, to shape professional attitudes and behaviors. 
Additionally, no clear sanctions are delineated for those 
who violate the ethics codes.
Professional codes of ethics have existed in the 
United States since at least the 1920's. Heermance (1924) 
compiled over 100 professional codes of ethics in place by 
the early 1920's. Currently, codes of ethics range in
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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length from just a few sentences to multipage narratives. 
They also vary greatly in content and purpose. Boudreaux 
and Steiner (2005) suggest that, although codes of ethics 
vary in approach and format because there is no one correct 
presentation model, they should contain the following key 
sections:
• Cover page and statement of values
• Introduction and explanation of 
the purpose of the Code of Ethics
• General corporate and personal 
standards of conduct
• Conflicts of interest
• Confidentiality of information
• Member communications
• Financial practices and record 
keeping
• Legal and regulatory compliance
• Reporting of violations
• Employee and director education
• Monitoring and enforcement (p. 5)
This researcher reviewed and analyzed codes of ethics 
for fifty professional organizations were reviewed and 
critiqued by using the recommended components of Mabe and 
Rollin (1986), Benson (1989), Nickols and Belliston (2001), 
Hopen (2002), and Boudreaux and Steiner (2005) (Appendix 
C). Only two codes of ethics, those of the American 
Psychological Association and the American Counseling 
Association, contained all the recommended sections and 
information; all others fell short.
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Standard 5 of the Interstate School Leaders Licensure 
Consortium or ISSLC (Interstate School Leaders Licensure 
Consortium, 1996) indicates that a "school administrator is 
an educational leader who promotes the success of all 
students by acting with integrity, fairness, and in an 
ethical manner" (SI 6), but does not define ethical manner.
A review of current literature and practices shows that the 
field of educational leadership lacks a clear, concise, 
comprehensive code of ethics for school leaders, based on 
valued constructs of behavior.
For the purpose of this study, constructs are defined 
as the internal attributes, characteristics, or components 
of an individual's behavior or practice that cannot be 
directly observed, but are evidenced in the person's 
statements. For example, a statement about the importance 
of promoting internal candidates to leadership positions 
indicates the valuation of loyalty. These constructs could 
serve as guiding principles in the development of a code of 
ethics for practicing school leaders. Clearly, there is a 
lack of research on the constructs of behavior in the 
literature on codes of ethics. To continue the process of 
developing a comprehensive code of ethics for school 
leaders, further study of the constructs valued by school
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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leaders, including those gained from this study, is 
necessary.
Research Question 
The overarching question for this study is: what
constructs of behavior could contribute to the development 
of a code of ethics for practicing school leaders?
Significance of the Study 
Getzels and Guba (1957) suggest that incongruence 
between the nomothetic dimension of social behavior, or the 
institution with its roles and expectations and the 
idiographic dimension, or the individual with his unique 
personality and need-dispositions, can lead to conflict. 
Institutions exhibit characteristics that may help minimize 
the impact of conflict. Institutions are structural, with 
component parts and rules that govern their interactions. 
They are normative; their required tasks are organized into 
roles which create norms of behavior. They are sanction- 
bearing, requiring positive and negative consequences to 
ensure normative compliance. These characteristics are 
suggestive of a code of ethics, in that codes of ethics
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
provide structure, are normative, and can be sanction- 
bearing .
While codes of ethics are commonplace in the business 
sector, social work, and medical professions, there is no 
comprehensive code of ethics in the field of educational 
leadership. This study provides the field with the 
necessary data and analysis to begin developing a code of 
ethics for educational leaders.
Purpose of the Study 
Sparked by reports of illegal, immoral, and unethical 
behavior by trusted school leaders, this study, seeking 
direction for future leaders, examined ethical codes from a 
variety of professions, including the field of education. 
Data was collected to determine what specific constructs of 
behavior educational leaders value. This data was used to 
make recommendations regarding a code of ethics for 
educational leaders, which is the next logical step to both 
clarify and augment standard 5 of the ISSLC standards 
(ISSLC, 1996). Along with current research on codes of 
ethics and codes of ethics from other professions, the set 
of valued constructs of behavior produced by this study
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
provides a starting point for discussions on the 
development of a code of ethics for school leaders.
8
Limitations and Delimitations of the Study
This study is limited to the self-reported, personal 
codes of ethics and beliefs of school superintendents in 
one Midwestern state and, therefore, results may not be 
generalized.
The breadth of this study was delimited to individuals 
who are, or who have been, state-certified school 
superintendents; are recipients of the state Superintendent 
of the Year award; and have chosen to participate in the 
study through an interview with the researcher. The 
selection process itself has delimited the researcher's 
ability to ensure a diverse pool of participants, as well 
as restricting the geographic pool of participants (i.e., 
representation from urban, suburban, and rural school 
districts). Since these individuals were determined by 
their colleagues to be exemplary leaders, this study 
assumes that they are likely to be ethical leaders.
Restrictions on the interview process, such as length 
of interview and scheduling issues, may limit the study. 
Data gained from individuals, who have retired or changed
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
positions, may be limited by additional time for 
reflection, hindsight, selective memory, forgetfulness, and 
willingness to fully disclose.
Methods of the Study 
Qualitative data was collected through structured, 
open-ended interviews, using a protocol developed by the 
researcher based on themes in the literature, designed to 
elicit responses concerning constructs of behavior. The 
interviews were digitally recorded and transcribed. 
Transcripts were coded and analyzed for clusters of 
meaning, patterns, and themes. A phenomenological approach 
was used to investigate constructs of behavior valued by 
selected school superintendents.
Definitions
The following terms, central to this study of ethical 
decision-making and codes of ethics, for purposes of this 
study, are defined as follows:
Areas of Practice: groups of related tasks that are
important to job performance as a school leader; e.g. 
personnel issues or finances.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Attitudes: an individual's positions or stances on a
given issue or situation.
Beliefs: those truths, both tacit and articulated, 
held by individuals or by the members of an organization.
Code of ethics: an evolving document that reflects
the shared values of a profession, establishes guidelines 
for making sound decisions, and defines clear sanctions for 
its violation.
Compassion: the act of listening to consumers' 
concerns and being responsive to their needs (DeLapp,
1996).
Concern: a general regard for a team member's well
being (Arnold, Arad, Rhoades, & Drasgow, 2000).
Constructs of Behavior: internal attributes,
characteristics, or components of an individual's behavior 
or practice that cannot be directly observed but are 
reflected by a person's statements (Gravetter & Wallnau,
2005).
Decision making: the step in problem solving where all 
data and desired outcomes are considered to choose the most 
appropriate of several possible solutions.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Empowering: the process by which a leader or manager
shares his or her power with subordinates (Conger &
Kanungo, 1988).
Ethical decision-making: the process of choosing the 
most appropriate solution to a problem through the careful 
consideration of data, desired outcomes, personal and 
organizational values, and ethics.
Ethics: the study of alternatives or choices in an 
attempt to make decisions that benefit the organization, 
its community, and society in general, not solely the 
decision maker.
Fairness: recognizing the personal and professional
rights of all and showing no favoritism (Blase, 1987).
Honesty: the refusal to pretend that facts of reality
are other than they are (Becker, 1998).
Loyalty: a conscientious effort to assist one's
superiors to succeed in achieving their program goals or in 
reconsidering or modifying program goals to achieve better 
results (Miles, 1965).
Mission: a statement of the general direction and
purpose of an organization.
Model: a visual or mental representation of a concept
or process.
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Respectfulness: a way of treating others where "the
emphasis is upon equity as well as equality, tolerance, 
self-respect (which includes acceptance of one's own as 
well as other's frailties), an appreciation and celebration 
of diversity, and a commitment to finding common ground in 
an increasingly multicultural, pluralistic society" 
(Stefkovich & Begley, 2007, p. 220).
Sanctions: actions taken by professional
organizations or governmental agencies against individuals 
found in violation of their professional code of ethics.
Shared values: values, or beliefs, commonly held by 
the members of an organization.
Trust: "the willingness of a party to be vulnerable
to the actions of another party on the expectation that the 
other will perform a particular action important to the 
trustor, irrespective of the ability to monitor or control 
the other party" (Mayer, Davis, & Schoorman, 1995, p. 712).
Values: standards or ideals held by a community of
individuals, used to make judgments between right and 
wrong.
Vision: a statement that "is brief, inclusive, and
inspiring, and emphasizes both personal achievement and
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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moral development" (Hoyle, Bjork, Collier, & Glass, 2005, 
p. 21), that sets the direction of an organization.
Summary
This research study responds to recent media and 
academic focus on ethical lapses of school superintendents, 
and explores the constructs of behavior that could 
contribute to a code of ethics developed to address these 
lapses. Chapter 1 has articulated the problem, the 
purpose, and the significance of the study. Chapter 2 
summarizes the literature related to ethics and ethical 
codes. Chapter 3 presents the research methodology, which 
includes a description of procedures, the assessments, 
participants, and plan for data analysis. Chapter 4 
provides an analysis of the data. Chapter 5 summarizes the 
results of this study and its implications.




The literature reviewed in this chapter relates to the 
development and implementation of comprehensive codes of 
ethics for professional organizations. This review is 
presented in six sections. The first section summarizes 
moral development and the major ethics theories. The 
second and third sections define ethics and code of ethics. 
Key reasons for having a professional code of ethics are 
presented in the fourth section. Critical components of a 
comprehensive code of ethics are discussed in section five. 
The sixth, and final, section, describes major impacts and 
limitations of codes of ethics.
The order of the sections follows the researcher's 
belief (see Figure 2-1) that to develop a clear definition 
for any given profession, one must first identify a theory 
of ethics. When a clear definition is in place, the code 
of ethics for the profession can be developed and 
supported. The key reasons for implementing, impacts,
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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limitations, areas of practice and constructs of behavior 
are critical in the developmental process of creating a 
comprehensive code of ethics. This organizational schema 
is supported by Freeman, Engels, and Altekruse (2004), who 
stated that "it has been said that there is nothing so 
practical as good theory, because theory can help . . .




















Figure 2-1: Development of a Code of Ethics
Moral Development and Theories of Ethics 
Theories of moral development and ethics set the stage 
for the development of a professional code of ethics. An 
awareness of the theories helps clarify the purpose of the 
code of ethics and lends theoretical support.
Piaget's theory of moral judgment divides moral 
development into two major stages: heteronomy and
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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autonomy. In the first stage, heteronomy, individuals are 
bound by rules. Duska and Whelan (1975) define rules as 
"external laws which are sacred because they have been laid 
down by adults" (p. 8). In the autonomy stage, rules are 
followed as part of the function of the organization. 
According to Duska and Whelan (1975), "rules are seen to be 
the outcome of a free decision and worthy of respect in the 
measure that they have enlisted mutual consent" (p. 8).
As the transformation in judgment occurs, Piaget (1932) 
notes that "the individual is less and less dominated by 
the cult of the past and by the forced conformity which 
accompanies it. He then becomes really adult, and the 
infantile traits that mark the conformist spirit make place 
for the features that are the outcome of cooperation. Thus 
autonomy of conscience takes the place of heteronomy" (p. 
341) .
According to Kohlberg and Hersh (1977), moral 
development "does not simply represent an increasing 
knowledge of cultural values usually leading to ethical 
relativity, rather, it represents the transformations that 
occur in a person's form or structure of thought" (p. 53) . 
Kohlberg's analysis of responses by experimental subjects 
to a variety of hypothetical moral dilemmas led to his
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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proposing of three levels, with a total of six stages, of 
moral development.
Kohlberg's first level of moral development is the 
preconventional level. When functioning within this level, 
an individual interprets and responds to rules, and 
determines right or wrong, based on physical outcomes. In 
stage one of this level, referred to as punishment and 
obedience orientation, the individual responds to 
situations to avoid punishment. In stage two, instrumental 
relativist orientation, the focus switches to using action 
as an instrument to satisfy personal needs.
In the conventional level of moral development, 
observing and respecting the expectations of the group, 
e.g. family, friends, or community, is valued. Stage 
three, interpersonal concordance or good-boy, nice-girl 
orientation, is characterized by conformity to majority 
values. Behavior is judged based on intended outcome, not 
necessarily actual outcome. Any behavior approved of by 
the group is defined as good behavior. The law and order 
orientation of stage four requires strict adherence to 
fixed rules, respect for authority, and maintenance of 
social order.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
The highest level of Kohlberg's model is the 
postconventional level, in which the individual seeks to 
define personal moral values. In stage five, the social 
contract, legalistic orientation, "there is a clear 
awareness of the relativism of personal values and opinions 
and a corresponding emphasis upon procedural rules for 
reaching consensus" (Kohlberg & Hersh, 1977, p. 55).
Unlike the stage four requirement of adherence to law and 
order, stage five encompasses a more utilitarian, common 
good, approach to the application of rules and laws. In 
stage six, the universal ethical principle orientation, 
individuals define right and wrong based on their personal 
ethical principles, such as justice and equality. These 
ethical principles are highly individualized and, like the 
Golden Rule, depend on the views, experiences, and thought 
processes of the individual deciding between right and 
wrong.
Gilligan (1982), in her feminist perspective on moral 
development, notes that Kohlberg's theory is based on the 
study of males, redefining Kohlberg's preconventional, 
conventional, and postconventional stages through her own 
study involving female participants. The preconventional 
stage is one of self-interest. Gilligan (1982) notes that
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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the initial focus during this stage is on "caring for the 
self in order to ensure survival" (p. 74). During the 
latter part of this stage, the focus shifts from self to 
other, from selfishness to responsibility to others.
During the conventional stage, "the good is equated with 
caring for others" (p. 74). Self-sacrifice is seen as 
goodness. As an individual moves through this stage, the 
focus moves from goodness and self-sacrifice to autonomy.
The postconventional stage is characterized by a balance 
between self and others, and the connections between caring 
for both.
Theories of ethics can be divided into two broad 
categories: consequentialist theories and non­
consequent ialist theories. Consquentialist theories share 
a common belief that consequences are what matters when 
making moral decisions; non-consequentialist theories do 
not place moral value entirely on the consequences of the 
decision. One consequentialist theory is referred to as 
utilitarianism; the good or benefit of the group is 
considered in making a moral decision. Pleasure, or 
happiness, is viewed as the ultimate moral good. If a 
decision increases overall pleasure or happiness, it is 
morally sound. Decisions resulting in suffering or pain
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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are viewed as morally wrong. In the non-consequentialist 
theory, known as deontology, duties are the foundation of 
making an ethical decision, not intended or achieved 
outcomes. In performing duties, actions must be guarded, 
since any action can become accepted practice or universal 
law.
Individuals within a profession function at different 
stages of moral development and operate under different 
ethical theories. These individuals, when allowed to face 
dilemmas without direction, may make decisions based on 
personal preferences, rather than acting in the best 
interests of the organization or its consumers.
Maintaining an awareness of moral development and ethical 
theories when developing a code of ethics to guide 
professional behavior will strengthen the impact of the 
resulting code.
Definition of Ethics 
The term ethics has been defined in many different 
ways by researchers and theorists from the fields of 
medicine, education, and counseling, as well as the 
business world. Cranston, Ehrich, and Kimber (2003) write 
that "the meaning of ethics is subject to much
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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contestation" (p. 137). They continue their observations
by noting that
in some cases it is defined in terms of what it 
is not, referring to matters such as misconduct, 
corruption, fraud, and other types of illegal 
behavior, while in others, notions of integrity, 
honesty, personal values, and professional codes 
are raised, (p. 137)
Griggs (1997) for the purposes of his work states that "the 
study of ethics involves a search for what is right, and 
should be done, as well as what is wrong and should be 
avoided" (p. 82).
The most common descriptions of ethics center on the 
decision between a beneficial, good, or right option and a 
harmful, evil, bad, or wrong option (Access Excellence,
2006; Griggs, 1997; Husted & Husted, 2001; Online Ethics 
Center, 2006). Deciding which option is right and which is 
wrong depends on the decision-maker's point of view. Two 
individuals may have completely different opinions on the 
right decision for the same ethical dilemma.
When developing a code of ethics, it is important to 
define ethics for the organization, and to understand that 
not all individuals are operating under the same 
definition. The same is true for the definition of a code 
of ethics.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
22
Definition of Codes of Ethics 
Codes of ethics have been in existence for many 
professions in the United States since at least the 1920's. 
They range in length from just a few sentences to multi­
page narratives, varying greatly in content and purpose. 
Boudreaux and Steiner (2005) concluded that there really is 
no single definition, nor a consistent language. Codes of 
ethics are referred to by many different names, including, 
but not limited to, business ethics policies, codes of 
conduct, professional codes, professional standards, 
statements of ethics, conduct guidelines, and credos.
Their contents vary from a simple mission statement to a 
comprehensive set of values, behaviors, and sanctions for 
misconduct.
In the literature on codes of ethics several themes 
emerge: shared professional values, professionalism, and
inclusiveness. Boudreaux and Steiner (2005) refer to these 
three themes in their definition by requiring that a code 
of ethics be an official document approved by the governing 
body of the group, and stating that it should ensure proper 
behavior throughout the various levels of the group.
Laufer and Robertson's (1997) recommendation, that codes of 
ethics should reflect the values of newcomers as well as
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
23
long-time members of the group, supports the inclusive 
nature of codes of ethics. Wulfson's (1998) stance that 
codes of ethics should reflect the organization's standards 
and establish realistic patterns of behavior that apply to 
everyone in the organization, and that all employees need 
to be aware of them, also supports these themes.
The theme of professionalism is prevalent in the 
writings of Polinitz, Mabe and Rollin, Southern, Smith, and 
Oliver, and Grundstein-Amado. Polinitz (1997) emphasizes 
professionalism, indicating that "professionals develop 
codes of ethics which state the objectives and norms 
relevant" (p. 2) to their profession. Mabe and Rollin 
(1986) describe codes of ethics as the framework that 
guides professional behavior and responsibility, and as the 
"vehicle for professional identity and a mark of maturity 
of the profession" (p. 294). Southern, Smith, and Oliver 
(2005) believe that "having a code of ethics and offering 
training . . . are hallmarks of professionalism" (p. 459).
Codes of ethics represent desirable professional behaviors 
to Grundstein-Amado (2001).
In summary, a code of ethics is a professional 
document, developed to guide the behavior of members of an 
organization by providing clear expectations. Although its
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main function is to guide the professional behavior of 
organizational members, a code of ethics can also serve a 
number of other functions, as explained below.
Reasons for Implementing Codes of Ethics 
Many authors have suggested reasons for the existence 
of codes of ethics in a variety of fields (Baker & Emanuel, 
2000; Beck, 2002; Boudreaux & Steiner, 2005; Brooks, 1989; 
Forester-Miller & Davis, 1996; Freeman, Engels, &
Altekruse, 2004; Griggs, 1997; Grundstein-Amado, 2001; 
Gutman, 2005; Holmquist, 1993; Jacob & Levitt, 2003a,
2003b; Kitchener, 1984; Levitt & Dubner, 2005; Levy, 1974; 
Mabe & Rollin, 1986; Miller, 2003; NSBA, 1997; Pardini,
2004; Southern, Smith, & Oliver, 2005; Stonehouse, 1991; 
Terhart, 1998; and Wulfson, 1998). The reasons discussed 
in this review are summarized in Appendix A, which lists 
research articles discussing the reasons for having a code 
of ethics by reason, author, and supporting phrases. Using 
an affinity process, the eighteen reasons have been grouped 
by six themes: values clarification, professionalism,
communication, need for guidance, impact of actions, and 
external influences.
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Values Clarification. Values and expectations are 
recurring themes when discussing the definition of, and 
need for, codes of ethics. The terminology that refers to 
values differs from article to article; terms include 
expectations, guidelines, standards, goals, norms, tone, 
and obligations. Boudreaux and Steiner (2005) refer to a 
code of ethics as "a statement of values adopted by the 
company, its employees and its directors" (p. 3) that sets 
"the official tone of the top regarding expected behavior" 
(p. 3). Holmquist (1993), The National School Board 
Association (NSBA, 1997), and Wulfson (1998) suggest that a 
code of ethics can help clarify values and standards for 
individuals within a profession.
In their guide to ethical decision making, Forester- 
Miller and Davis (1996) suggest a model based on the 
American Counseling Association's Code of Ethics (2005) and 
the organization's guiding principles. Similarly, Kitchner 
(1984) refers to the organization's principles. Southern, 
Smith, and Oliver (2005) write that "codes of ethics 
typically provide rules and guidelines" (p. 459).
According to Mabe and Rollin (1986), Griggs (1997), 
Grundstein-Amado (2001), and Freeman, Engels, and Altekruse
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(2004), the role of a code is to share the values, norms, 
and responsibilities of the organization and its members.
Professionalism. Three major reasons for establishing 
a code of ethics fall into this category. First, codes of 
ethics increase professionalism, credibility, and 
accountability. Brooks (1989) noted that "there is a 
crisis of confidence about corporate activity. Many 
corporate representations or claims have low credibility"
(p. 119). Pardini (2004) commented on the same issue in 
education by stating that "moral and ethical lapses are 
undermining public trust in schools and their leaders - 
institutions and individuals long held to a higher standard 
of behavior than their peers in corporate and political 
arenas" (f 7).
The National School Board Association (NSBA, 1997) 
indicated that codes of ethics "reinforce bonds of 
professional cooperation" (p. 5). A further call for 
professionalism came from Gutman (2005) , who suggested that 
codes of ethics could address issues such as competence, 
clinical skills, understanding, and consultation between 
colleagues.
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A number of authors suggest that codes of ethics are 
one way to address credibility and accountability. Mabe 
and Rollin (1986) noted that "although its primary function 
is to establish a framework for professional behavior and 
responsibility, the code also serves as a vehicle for 
professional identity and a mark of the maturity of the 
profession" (p. 64). Holmquist (1993) suggested that a 
code of ethics is useful for maintaining a good company 
reputation. Grundstein-Amado (2001) hypothesized that the 
public's knowledge of the code and its provisions could 
build confidence and trust. This was further supported by 
Bourdeaux and Steiner (2005) when they referred to a code 
of ethics as "a living document that can be disseminated to 
consumers, the media, and others" (p. 3).
Second, codes of ethics can increase self-regulation 
and autonomy. Holmquist (1993) suggested autonomy of 
thinking, noting that a code is simply a guideline for 
those who already have a basic moral sense. Although 
greater autonomy as a professional is important 
(Stonehouse, 1991), a balance between autonomy and external 
controls (Terhart, 1998) is needed in the field of 
education.
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Third, codes of ethics are important to combat a lack 
of knowledge and experience among teachers and school 
leaders. Stonehouse (1991) suggested that there appears to 
be a lack of understanding of what constitutes best 
practice. Pardini (2004), in discussing breaches of ethics 
by school leaders, notes a lack of experience in newly 
hired superintendents. Southern, Smith, and Oliver (2005) 
stated that "changes in codes of ethics reflect knowledge 
and research evidence regarding best clinical practices"
(p. 459).
Communication. The promotion of clear communication 
between members of the organization, with the public, and 
to address negative publicity, is suggested by several 
authors. Boudreaux and Steiner (2005) called a code of 
ethics "a valuable communication tool that the cooperative 
can use to articulate its commitment to ethical and legal 
compliance" (p. 3). Discussing corporate growth, Griggs
(1997) suggests that a code of ethics may prevent a problem 
in organizations where principles "were conveyed in the 
past from the senior members of the firm to younger members 
by word of mouth" (p. 88). With rapid growth in 
organizations and separation of offices, the passing down
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of principles may not occur; a code of ethics could be 
used to continue conveying the principles. Holmquist 
(1993) indicates the importance of including all employees 
in the communication process. The NSBA (1997) discusses 
communication between members and reinforcement of the 
bonds of professionalism as important outcomes of a code of 
ethics. Wulfson (1998) stresses communication, suggesting 
that open communications can lessen the number of ethics 
violations.
Brooks (1989) and Griggs (1997) discuss communication 
in terms of addressing negative publicity. Brooks (1989) 
states that "almost daily a new scandal or issue is 
featured in the media, contributing to the sensitivity of 
executives and professionals, as well as society in 
general" (p. 119). Although Brooks's comment is directed 
toward the corporate world, it applies to educational 
leadership as well. Recent reports by CBS (2006a, 2006b) 
detailed a superintendent's teacher interview spoof video 
that casts teachers as drug users and murderers. The 
superintendent laughed and sipped on a drink from a martini 
glass in edited interviews available on the district's 
website. Griggs (1997) suggests that, while codes of 
ethics developed by organizations "may simply have been a
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public relations effort, some may have been to address 
breaches of ethical conduct by employees" (p. 88).
Need for Guidance. Codes of ethics fill a void 
created by aging, outdated institutions and professional 
organizations. As noted in this literature review (see 
Appendix C), many of the codes of ethics for fifty 
professional organizations have not been reviewed and 
revised in more than ten years. Beck (2002) notes that "in 
the absence of formal and informal organizations that in 
the past provided guidance in morally challenging 
situations, individual educators must look elsewhere for 
guidance" (Aging Institutions section, f 2). This guidance 
seeking when making ethical decisions is further encouraged 
by the sheer complexity of the issues faced by educational 
leaders, such as radically changing demographics.
Decisions are made in an increasingly complicated global 
environment (Wulfson, 1998). Brooks (1989) suggested that 
"the issue of increasing emphasis on quality of life - our 
health, our leisure time, our working conditions" (p. 119) 
needs to be addressed when making ethical decisions.
Forester-Miller and Davis (1996), Wulfson (1998), and 
Boudreaux and Steiner (2005) suggested that codes of ethics
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provide valuable guidance, as a framework or foundation 
for ethical decision making. Grundstein-Amado (2001) noted 
that "codes provide concrete guidance for officially 
confronting obligations and loyalties" (f 7). Freeman, 
Engels, and Altekruse (2004) stated that the ethical theory 
underlying the code of ethics "provides a framework from 
which practitioners can reflect on the acceptability of 
their actions and can evaluate moral/ethical judgments" (1 
3) .
Codes of ethics also promote ethical behavior within 
an organization. The NSBA (1997) and Boudreaux and Steiner
(2005) noted that codes of ethics reduce unethical behavior 
or misconduct. Griggs (1997) said that codes of ethics 
state a "company's position on ethical behavior" (p. 88) 
while indicating what the company "expects of all its 
employees" (p. 88) and "promote the ethical and 
professional behavior of its people" (p. 88). Wulfson 
(1998) suggested that codes of ethics offer a common focal 
point for all organizational members. "Codes foster an 
ethical climate that elevates the moral profile of members 
of the organization" (1 7), according to Grundstein-Amado 
(2001) .
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Impact of Actions. The far-reaching impact of 
decisions renders codes of ethics necessary. Brooks (1989) 
addressed the need to "de-emphasize the maximization of 
short term profit as the only goal" (p. 119) of an 
organization. He went on to suggest that the "maximization 
of long term profit avoids the sub-optimal decisions 
possible in a headlong rush to maximize short term profits" 
(p. 119). The NSBA (1997) stated that "assuming 
responsibilities that will have far-reaching, long term 
effects on a large number of other people" (p. 4) requires 
a code of ethics for board of education members. Wulfson
(1998) cautions that unethical decisions may seem harmless, 
at the time, but may have far-reaching repercussions. 
Finally, Beck (2002) noted that very few institutions in 
society have an ethical impact equal to that of schools; 
decisions made by school leaders influence the lives of 
many people.
Griggs (1997), Baker and Emanuel (2000), Grundstein- 
Amado (2001), and Gutman (2005) stress the importance of 
codes of ethics as protection for members of the 
organization and their clients. Griggs (1997) cites the 
need for inclusion of the expectations for the organization 
and its clients in a code of ethics. Baker and Emanuel
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(2000) discuss humaneness, serving the patient, and public 
needs. Grundstein-Amado (2001) refers to the public 
interest and obligations to the public. Beneficence, 
nonmalfeasance, and confidentiality are key terms that 
resonant in Gutman's (2005) writing.
External Influences. Several key external factors in 
the educational setting result in possible unethical 
behavior, and supporting the need for a comprehensive code 
of ethics. First, inequitable conditions between schools 
may result in ethical dilemmas. Beck (2002) discusses 
issues such as urban versus suburban school settings, 
socioeconomic levels, demographics, and violence or weapon 
in schools. Miller (2003) notes that the 2002 APA Ethics 
Code (APA, 2002) calls for equality in services, but that 
this is difficult given that staff-to-pupil ratios vary 
greatly between schools. In the situations discussed by 
Beck and Miller, school leaders may be tempted to make 
decisions to benefit students, which would be viewed as 
unethical by leaders serving under very different 
circumstances.
Codes of ethics are necessary to address the growing 
expectation of penalties and sanctions for wrongdoing on
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the part of school leaders. Brooks (1989) notes that 
"there is now the growing expectation that, if caught, a 
corporation and its executives will be penalized rather 
than let off lightly" (p. 119). He goes on to say that 
"neither corporate executives nor professionals can operate 
with impunity any longer, because society now expects them 
to be accountable" (p. 119). Pardini (2004), in discussing 
malfeasance on the part of school leaders, suggests that 
codes of ethics need to be backed up by laws and 
regulations, and that a system of audits should be put in 
place. The growing power of special interest groups feeds 
into the need for penalties and sanctions. Brooks (1989) 
suggests that different special interest groups are 
emerging; these groups have their own agendas, and expect 
leaders to respond to them or face penalties.
Increasing external pressures, such as the 
requirements of the No Child Left Behind (NCLB) act, are 
driving the need for a code of ethics. Stonehouse (1991) 
discusses increasing demands on educators "by parents, 
funding bodies, management and sponsoring agencies, [and] 
licensing bodies, and these demands sometimes conflict with 
each other" (p. 9). Pardini (2004) suggests that
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accountability, in the form of standardized test scores, 
is becoming the true test of school leaders' ethics.
Finally, incentives and merit pay tied to student 
performance increase the risk and possibility of unethical 
behavior by teachers and school leaders alike. Jacob and 
Levitt (2003a, 2003b) and Levitt and Dubner (2005) address 
the issue of increased cheating on the part of schools, 
especially when the stakes are high and incentives or 
bonuses are involved. Jacob and Levitt (2003) suggested 
that worse behaviors than teaching to the test can occur 
when schools are faced with high-stakes testing, noting a 
three to five percent rate of cheating each year in the 
Chicago Public Schools. Jacob and Levitt (2003b) suggest 
that "as incentives for high test scores increase, 
unscrupulous teachers may be more likely to engage in a 
range of illicit activities" (p. 844). These possibilities 
for unethical behavior support the need for an educational 
code of ethics.
Components of Codes of Ethics 
Several authors have suggested necessary components of 
a comprehensive code of ethics; recommendations from five 
authors are included in this literature review. Although
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the lists vary from author to author, some basic 
components are included in each list. Additionally, codes 
of ethics of fifty professional organizations were 
reviewed.
Mabe and Rollin (1986), upon reviewing counseling 
codes of ethics, suggest that certain primary types of 
items are found:
• the specific duties or rights that differ from 
ordinary ethical requirements,
• the specific duties or rights that may simply 
be the application of general ethical 
principles in a particular professional area,
• a reiteration of certain ordinary ethical 
requirements that need emphasis for some 
reason,
• aims or general goals that the profession 
should aspire to realize,
• requirements that relate to coordinating or 
protecting the interest of members of the 
profession, and
• a statement of the responsibility of members of 
the profession for reporting code violations or 
other violations, (p. 294)
This list of code of ethics components augments the lists 
created by several writers in the field of ethics.
Benson (1989) also lists key components:
• corporate relations to employees
• inter-employee relationships
• whistle blowing
• effect of corporations on the environment
• conflicts of interest
• antitrust laws




• political activities and contributions and
• use and enforcement of the code. (p. 308+)
Benson's list has much in common with several of the other 
lists, albeit with a distinctly business slant.
Nickols and Belliston (2001) reviewed seven codes of 
ethics similar to that adopted for family and consumer 
sciences. They found seven themes:
• professional competence and maintenance of 
standards
• conflict of interest
• confidentiality
• responsibility to the profession
• respect for diversity
• standards for scholarship and research
• safety for clients. (Codes of Ethics of 
Professional Organizations section, SI 2)
Their list shares some common themes with the fifty codes
of ethics reviewed for this section.
Hopen (2002) published a list of the six primary areas
found in most organizational codes of ethics, consistent
with other writers:
• conflict of interest




• other practices (policies related to the 
environment, employee health and safety, 
political activities, etc.). (p. 18)
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Boudreaux and Steiner (2005) suggest that, although
codes of ethics vary in approach and format because there 
is no one correct presentation model, codes of ethics for 
electric cooperatives should contain the following key 
sections:
• Cover page and statement of values
• Introduction and explanation of the purpose of 
the Code of Ethics
• General corporate and personal standards of 
conduct
• Conflicts of interest
• Confidentiality of information
• Member communications
• Financial practices and record keeping
• Legal and regulatory compliance
• Reporting of violations
• Employee and director education
• Monitoring and enforcement, (p. 5)
Appendix B summarizes these five sets of recommended 
components.
The codes of ethics for fifty professional 
organizations were reviewed and analyzed, using the 
components suggested by Boudreaux and Steiner (2005) as a 
rubric. Appendix C displays the component analysis of the 
fifty professional codes. Only two codes contained all 
eleven sections: those of the American Psychological 
Association (APA, 2002), and the American Counseling
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Association (ACA, 2005). Four of the codes contained ten 
of the eleven components: the American Association for
Counseling and Development (AACD, 1988), the American 
Dental Association (ADA, 2005), the American Mental Health 
Counselors Association (AMHCA, 2000), and the National 
Association of Realtors (NAR, 2006).
Development and Implementation of Codes of Ethics 
Development and Writing. Authors use the terms 
development or creating in the titles of their articles, in 
conjunction with the term code of ethics, to imply content 
about developing of a code of ethics (Baker, 2005;
Boudreaux & Steiner, 2005; Capwell, Smith, Shirrefs, &
Olsen, 2000; Kipnis, 2005; MacDonald, 2006; MacDonald, 
n.d.; Neukrug & Lovell, 1996; Olson, 1998; Van Wart, 2003; 
and Webley, n.d.)- These articles give suggestions and 
advice on creating and implementing a code of ethics, but 
none delineate a clear process to be followed by future 
codifiers.
Baker (2005) describes three stages of development of 
professional codes of ethics. The first stage is 
traditionalism. In this stage, behavior is regulated by 
past practices and organizational traditions. Rules are
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informal, and there is no organizational statement of 
purpose or mission. The second stage is formalization. 
During this stage, attempts are made to aggregate the 
informal rules and traditions of stage one into a coherent 
document. Adherence to the rudimentary code is purely 
personal and voluntary, and no enforcement provisions are 
in place.
The third and final stage is professionalization.
Baker states that in this stage, "it seems imperative to 
assert a field's integrity and independence and to provide 
an authoritative interpretation of its mission, ideals and 
practices to its membership and to the public more 
generally" (p. 34). Baker also states that "codifiers do 
not dictate, they aggregate, recognizing that the authority 
for what is aggregated lies with the field and its members, 
not with them" (p. 35) . Codifers have "set out .. to 
discover and aggregate standards accepted or formulated in 
the field, reformulating, tweaking, expanding, 
reinterpreting, and revising them to meet a field's needs"
(p. 34) .
Baker (2005) proposed a draft model of an aggregated 
code of ethics for his field, bioethics. Sixteen articles 
were published in response to his draft model, seven of
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which were in favor of the draft because it served as a
starting point for future discussion, but were opposed to 
the draft itself (Cohn, 2005; Latham, 2005; Meyers, 2005; 
Miller, 2005; Perlman, 2005; Schuklenk & Gallagher, 2005; 
and Spike, 2005). The same debate was suggested by the 
remaining, more positive responses to Baker's proposed 
code. These responses were concerned with formatting 
(Davis, 2005), content (Beauchamp, 2005; Davis, 2005; 
Glenn, 2005; Kipnis, 2005; Klugman, 2005; Lantos, 2005; 
Morin, 2005; and Miller, 2005), and marginalization of 
subgroups (Regenberg & Mathews, 2005).
Olson (1998) suggests a list of questions that any 
code writer should consider when deciding what to include 
in the code:
• who are the persons or groups of persons 
affected by your organization or the members of 
your organization, and how are they 
prioritized?
• what are your organization's main areas of 
action?
• what unethical decisions and actions would your 
organization like to prevent, and how could 
they be prevented?
• what type of ethical problems are members of 
you organization most likely to encounter?
• how can conflicting principles be resolved? 
(Process and Organization section, K 4)
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Olson further suggests addressing organization and 
language of the code, choosing methods of organization and 
language that will be accepted by the group for whom it is 
being developed.
Capwell, Smith, Shirreffs, and Olsen (2000) document 
the roughly fifteen-year history of the development of a 
unified code of ethics for the health education profession. 
The first committee charged with creating the code of 
ethics was directed to:
• identify and use all existing ethics 
statements;
• determine the appropriate relationship between 
the code of ethics and the guidelines, 
including recommendations for enforcement; and
• prepare an ethics document for approval as a 
profession wide code of ethics, (p. 38)
This effort failed. Two years later, a second committee
was directed to create the code of ethics. "They were to
review the literature, including other professional codes,
and conduct in-depth surveys" (p. 38) of members of the
organization. To gather the data needed to create a viable
code, they used a "variety of venues including
correspondence, surveys, face-to-face meetings,
presentations and discussion sessions at national
conferences, and focus group sessions at strategic
locations around the country" (p. 38). After several
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rounds of presentation to members of the organization, and 
revision by the committee, the code was adopted.
Brandi and Maguire (2002) refine the explanations for 
a set of general steps to follow in planning a corporate 
code of ethics recommended by Webley (n.d.):
• Find a champion - this should be a senior 
person, if not the owner.
• Get endorsement from the chairman and the 
board.
• Find out what bothers people - talk to both 
employees and management to find out topics 
that are sensitive issues or require guidance.
• Pick a well-tested model - look to other codes 
for ideas and decide what areas are most 
applicable to your organization's needs.
• Produce a company code of conduct - write the 
code, taking care to customize it to deal with 
problems most likely to arise within all areas 
of company relations.
• Try it out first - set up a focus group from a 
cross section of your business, both internal 
and external, to test the waters.
• Issue the code - publish the code and make sure
it gets sent directly to all employees,
shareholders, suppliers, and customers.
• Make it work - introduce examples of the code
in action into your training programs. Enforce 
the code and review it regularly to make sure 
that it's a good fit for your needs, (p. 11)
These steps are listed on the Institute for Business
Ethics' website, for companies instituting an ethics
program.
Van Wart (2003) stressed that codes of ethics have 
become more difficult to write, given the complex nature o
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professional demands, and conflicting expectations of 
members of the profession and the public. Like Olson, Van 
Wart suggests a set of questions to address the challenges 
of writing a code:
• how abstract and aspirational versus how 
specific?
• how much accountability, in concrete terms, 
should a code contain, if any?
• what length should the code be?
• who is the proper audience?
• what is the best structure?
• what is the proper language to use? (p. 335)
Van Wart (2003) suggests that to make the process easier, 
the developer of the code should make sure the audience is 
a narrower group or subpopulation of the organization, 
since it is difficult to develop a code that addresses all 
factions of the professional group.
Boudreaux and Steiner (2005) recommend a set of 
guidelines to be considered when developing a code of 
ethics. The code should:
• be positive.
• be brief.
• make reference to relevant board policies and 
other documents.
• be aspirational in tone rather than compliance 
oriented.
• help reinforce the fact that as cooperatives we 
are different, (p. 5)
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Kipnis (2005) states that "codes developed by 
committees, with neither participation by the general 
membership nor procedural transparency, are likely to 
disappear into the back of a drawer" (p. 50). Although 
participation and transparency are not mentioned 
specifically, Webley (n.d.) addresses the need to establish 
what issues are of concern to people and to pilot the code 
before issuing it to the whole organization.
Using the National Association for the Education of 
Young Children (NAEYC) as model, Kipnis (2005) describes 
the process of developing a code of ethics. Workshops on 
code development were held throughout the country. A 
questionnaire was sent to the NAEYC membership. Davis 
(2005) also refers to the use of ethics questionnaires.
The narratives from the questionnaires were used to develop 
model ethics cases that were discussed at additional 
workshops. For communication and transparency, drafts were 
disseminated and comments requested from the membership. 
Kipnis (2005) faults Baker (2005) for not anticipating the 
amount of effort needed to see the process to completion.
MacDonald (n.d.) suggests several questions to 
consider in writing a code of ethics:
• What will be the purpose of your new code? Is 
it to regulate behaviour? to inspire?
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• Is your new document intended to guide people or 
to set out requirements?
• Will your new ethics document include some sort 
of enforcement? If so, what kind?
• Think carefully about the process by which you 
create your new code. Who will be involved? A 
small working group? Or all the people 
affected by the code? How will you distill 
the needs of your organization and the beliefs 
of your members into a document?
• How will your new code be implemented? How 
will it be publicized, both inside and outside 
of your organization? What steps, if any, will 
be taken to ensure that the values embodied in 
your code get implemented in organizational 
policies and practices?
• How/when will your code be reviewed/revised? (1 
1)
In another article, MacDonald (2006) indicated that a 
code's content, and the process for writing it, can vary 
greatly between organizations, but goes on to suggest some 
standard considerations for writing a code of ethics:
• Tailor-make your code.
• Get employees involved.
• Consult key stakeholders.
• Outsource the job, only carefully.
• Seek out good examples.
• Be clear about scope.
• Be specific about implementation.
• Plan for education.
• Be clear about enforcement.
• Specify a sunset date. (It 2-11)
These considerations echo several of the other articles.
Verpeet, de Casterle, Lemiengre, and Gastmans (2006) 
conducted focus groups with Belgian nurses to examine how
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they view issues related to the development and 
dissemination of a code of ethics for nurses. Four themes 
arose from the analysis of the focus group discussions on 
development of a code: persons involved, style, content,
and development as a continuing process. The participants 
felt that particular attention should be paid to the 
individuals developing the code and that nurses themselves 
should be involved. Concerning the style, the participants 
agreed that a code should be a practical guide for nurses 
and that it must be written using simple and concise terms, 
style, and content, with provisions clarified through 
precise definitions for terms. Finally, participants 
thought that the code should be flexible and updated 
regularly. As for dissemination, the participants believed 
the nurses should be informed about the existence of the 
code and should receive formal training. A second theme of 
dissemination was that other groups, including doctors and 
patients, should be informed about the code.
Implementation. A few articles dealt directly with 
the implementation of a newly developed code of ethics. 
Brandi and Maguire (2002) summed up implementation by 
saying that "once the code is written, the next step is
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training staff members" (p. 11). Verpeet, de Casterle, 
Lemiengre, and Gastmans (2006) observed two themes in their 
focus group discussions of implementation: the role of the
hospitals and the role of the supervisory body.
Griggs (1997) described the implementation process of 
one engineering firm. The code was presented, by its 
developers, to a large meeting of company employees and 
then followed up with small-group meetings with discussion 
and sharing of personal experiences. The company devoted a 
section of their newsletter to the announcement of the new 
code. Subsequent newsletters included descriptions of 
ethical situations that employees faced. Individual copies 
were distributed to all employees and to new employees as 
they joined the firm.
The Institute for Business Ethics (2001) recommends a 
twelve-step process for implementing a code of ethics:
• Endorsement: Make sure that the code is
endorsed by the Chairman and CEO.
• Integration: Produce a strategy for
integrating the code into the running of the 
business at the time that it is issued.
• Circulation: Send the code to all employees in
a readable and portable form and give it to all 
employees joining the company.
• Personal Response: Give all staff the personal
opportunity to respond to the content of the 
code.
• Affirmation: Have a procedure for managers and
supervisors regularly to state that they and
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their staff understand and apply the provisions of 
the code and raise matters not covered by it.
• Contracts: Consider making adherence to the
code obligatory by including reference to it in 
all contracts of employment and linking it with 
disciplinary procedures.
• Regular Review: Have a procedure for regular
review and updating the code.
• Enforcement: Employees and others should be 
aware of the consequences of breaching the 
code.
• Training: Ask those responsible for company
training programs at all levels to include 
issues raised by the code in their programs.
• Translation: See that the code is translated 
for use in overseas subsidiaries or other 
places where English is not the principal 
language.
• Distribution: Make copies of the code
available to business partners and expect their 
compliance.
• Annual Report: Reproduce or insert a copy of
the code in the Annual Report so that 
shareholders and a wider public know about the 
company's position on ethical matters. (1 1-12)
Impacts and Limitations of Codes of Ethics 
In developing a code of ethics it is important to be 
aware of the possible impacts and limitations of the code. 
This awareness can guide the development of the code, 
helping the organization avoid common pitfalls and 
misunderstandings.
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Impacts. Although no research was found that 
described impacts of codes of ethics on organizations, 
several authors suggest possible impacts of codes of 
ethics. One group of researchers studied the value of a 
code to its profession through focus groups. The impacts 
found in the literature are summarized in Appendix D, 
including increased dialogue among and between members, 
providing a statement of commonality of beliefs, values, 
and rules among members, and increased public 
accountability. Additionally, Appendix D lists the authors 
discussing each impact of a code of ethics.
Limitations. Several authors discuss the limitations 
of codes of ethics, presented in a cautionary light for 
those engaged in the creation of a professional code of 
ethics. Appendix E summarizes the limitations discussed in 
the literature and acknowledges the authors, including such 
limitations as difficulties with compliance and 
enforcement, vagueness of language and lack of clear 
definitions, and the impossibility of trying to cover all 
possible issues.
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Summary
This chapter has presented a review of the current 
literature on professional codes of ethics. Literature 
topics included six areas addressed by the researcher: 
moral development and the major theories of ethics, 
definitions of ethics; definitions of code of ethics; key 
reasons for having a professional code of ethics; the 
critical components of a comprehensive code of ethics; and 
the impacts and limitations of codes of ethics. One area 
not found in the literature for developing a code of ethics 
was constructs of behavior. Thus this study answers the 
question: What constructs of behavior could contribute to
the development of a code of ethics for practicing school 
leaders? The following chapter contains a description of 
the methodology, the instrument and data collection 
procedures, and the data analysis methods used to answer 
the research question.




For this study, a qualitative method was implemented. 
Of the qualitative designs frequently used in social 
science research (biography, grounded theory, ethnography, 
phenomenology, and case study), two fit the study most 
appropriately: phenomenology and grounded theory; both 
involve the study of a central phenomenon. For purposes of 
this study, phenomenology was the best choice, as the 
researcher intended to "describe the meaning of the lived 
experiences for several individuals about a concept or 
phenomenon" (Creswell, 1998, p. 51), not to explain these 
lived experiences through the development of a grounded 
theory. A phenomenological approach allowed for the 
examination of current literature, empirical studies, codes 
of ethics, and detailed analysis of the experiences and 
perceptions of the school superintendents being studied.
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Subjects
Superintendents, still residing in the state, who had 
received the Superintendent of the Year Award from the 
state Association of School Administrators, were invited to 
participate in this study. Those residing out of state 
were excluded from the study to provide closer geographic 
proximity for conducting personal, face-to-face interviews 
as a method of data collection.
The Superintendent of the Year Award Program has been 
co-sponsored by the Aramark Education and the American 
Association of School Administrators since 1987 (AASA,
2007). According to the state organization, the state has 
been participating in the program since 1991 (AASA, 2007). 
Nominations for the award are taken from the twenty-one 
regions in the state. Self-nominations are also accepted. 
Nominees are judged based on four areas of proficiency: 
leadership for learning, communication, professionalism, 
and community involvement (AASA, 2007). The nominations 
are reviewed by a committee of IASA members. The committee 
selects the Superintendent of the Year. For the purpose of 
this study, superintendents selected through this process 
were defined as being successful and exemplary school
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
54
leaders. It was assumed that the statements made by these 
leaders actually reflect their beliefs.
The Superintendents of the Year were asked to 
participate in personal interviews. Of the 17 
superintendents, 16 were still living. Of the 16, 10 were 
still living in the state. A letter of invitation 
(Appendix F) to participate in the study was mailed to 
these 10 superintendents. The letters of invitation were 
followed by a personal phone call to confirm receipt and to 
schedule interviews. Interviews were conducted at the 
superintendents' current offices or a location of choosing, 
with personal interview appointments confirmed by phone or 
email. Following the 45- to 90-minute interviews, thank- 
you letters were sent to the participants.
Instrumentation and Procedures 
The data collection instrument for this study was 
standard interview protocol with open-ended interviews. The 
questions for the interviews were tailored to elicit 
personal and professional information from each 
participating superintendent regarding the constructs of 
behavior they value and their beliefs about codes of 
ethics. The questions were drafted based on a review of 
the literature, and professional discussions with experts
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in the field. Before beginning the interview, a consent 
form (Appendix G) for the interview and digital recording 
was presented, and explained to the participant. A signed 
copy of the consent form was retained by the interviewer.
The interviewer presented the questions from the 
interview protocol (Appendix H) exactly as they were 
written to ensure consistency between interviews (Johnson & 
Christensen, 2000). The initial question was included to 
build trust and to create a context for the data collected.
Interview questions included:
1. Why do you think you were nominated for 
Superintendent of the Year Award?
2. What do you perceive to be the most pressing ethical 
dilemmas you have faced (or faced) as a 
superintendent? Why was each a dilemma to you? How 
did you respond to these conflicts?
3. In your opinion, would a code of ethics for 
superintendents be of value to the profession? Why 
or why not? If yes, who should be involved in 
developing the code of ethics?
4. What specific element of a code of ethics do you 
think would be most important to include?
5. What else would you like to share?
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The interviews were digitally recorded, transcribed, and 
analyzed for trends and patterns. Notes were taken during 
the interviews to create a record of the interview 
environment and the flow of the interview, including 
physical reactions, emotions, and gesturing of the research 
subj ects.
Data Organization and Analysis 
The data was analyzed simultaneously with data 
collection through coding and memoing, as described by 
Backman and Kyngas (1999), Boychuk Duchscher and Morgan 
(2004), Hopwood (2004), Piantanida, Tannanis, and Grubs
(2004), Greckhamer and Koro-Ljungberg (2005), and Mertens
(2005). The steps of data analysis, as identified by 
Moustakas (1994) and employed by the researcher, were: 1) 
epoche or bracketing, in which the researcher suspends 
judgment and sets aside preconceptions and personal 
experiences during analysis (also Schram, 2006); 2) 
horizontalization or listing of all significant statements, 
giving each equal weight in the analysis; and 3) clusters 
of meanings, in which the researcher clusters these 
horizontal statements into themes.
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A matrix was developed based on the five areas of 
practice and the eight constructs of behavior. The 
transcripts were further analyzed using this matrix (see 
Figure 4-1 in Chapter 4) to determine which constructs of 
behavior were embedded within each of the areas of 
practice.
General Description of Subjects
Since the State Association of School Administrators 
began participating in the Superintendent of the Year Award 
Program in 1991, seventeen individuals have received the 
honor. Of those seventeen individuals, sixteen are still 
living. Six of the sixteen no longer reside in the state 
and were excluded from this study. Of the ten award 
recipients still residing in state, all ten agreed to, 
scheduled, and completed an interview with the researcher.
Four of the participating superintendents served in 
suburban school districts at the time of their award.
Three of the superintendents were from central and three 
were from southern areas of the state. At the time of 
their recognition, two served in districts with between
1,000 and 2,499 students, three served in districts with
2,500 to 4,999 students, three served in districts with
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5.000 to 9,999 students, one served in a district with
10.000 to 24,999 students, and one served in a district 
with more than 25,000 students. One superintendent was 
female.. To ensure anonymity, surname pseudonyms were 
assigned and all participants were referred to as males.
One of the participants was African-American, while the 
other nine were Caucasian.
When reporting their highest educational levels, two 
reported a specialist's degree, such as a Certificate of 
Advanced Study (CAS) or an Educational Specialist degree 
(Ed.S.), while eight reported having a doctoral degree.
Level of experience as a superintendent ranged from four 
years to more than twelve years. One superintendent 
reported four to seven years experience, three reported 
eight to eleven years, and six reported twelve years or 
more. The superintendents had served as superintendent in 
one to four districts each. Five reported that they had 
served in only one district, one served in two, two served 
in three, and two served in four. The districts were a mix 
of elementary only, secondary only, and unit districts, and 
were urban, suburban, and rural. Of the ten, five are 
still serving as superintendents. Currently, two are 
college professors and three are consultants.
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Description of Superintendent Interviews
All interviews were conducted at a time and place of 
the participating superintendent's choosing. Letters of 
invitation were followed by telephone conversations. All 
ten of the participating superintendents graciously agreed 
to be interviewed in the first phone conversation. Nine of 
the ten scheduled the interview directly with the 
researcher, while one scheduled completely through his 
secretary. The participating superintendents all 
introduced themselves by first name only, dropping formal 
titles, such as doctor. The ten former superintendents of 
the year participated in interviews that lasted from seven 
and one-half minutes to fifty-nine minutes in length.
Superintendent Anderson. Dr. Anderson has served as a 
superintendent for more than twelve years total, in three 
separate rural, unit districts ranging from 600 to 2,499 
students in size.
The interview with Dr. Anderson was conducted at the 
district office building. The office foyer and reception 
area was small with several antiques, including an adult 
desk, student desk, bench, coat rack, and large wall-
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mounted pendulum clock. The adult desk held several 
organizers which contained a variety of district forms and 
brochures. The wall over the desk was decorated with six 
to eight historical photos of district buildings no longer 
functioning as school buildings. The student desk held a 
stack of children's books and a stack of cookbooks. The 
receptionist greeted the researcher at the window, 
identified him, and offered him coffee or water. The 
superintendent was prompt for the interview and offered the 
interviewer a cup of coffee or bottle of water. When the 
researcher accepted the offer the superintendent went to 
get the coffee himself. He was dressed in a light-colored 
suit. He was pleasant and welcoming. The interview was 
conducted in the office conference room. The room 
contained a table and eight to ten chairs. The 
superintendent quickly removed a basket with sugar, 
sweetener, and creamer from the table. Nothing else was on 
the table. There were no wall hangings or clocks in the 
room. The superintendent sat at the end of the table 
closest to the door and the researcher sat next to him. At 
the end of the interview, he asked the interviewer to say 
hello to the other study participants for him. He again 
spoke briefly of being selected as superintendent of the
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year and the award presentation ceremony. He became 
emotional and wept when discussing the presence of his 
mother at the ceremony. He asked about the interviewer's 
professional activities and aspirations. He also asked 
for a copy of the completed dissertation.
Superintendent Baker. Dr. Baker had served between 
eight and eleven years prior to his retirement. He served 
in only one suburban, elementary school district with 
between 2,500 and 4,999 students.
Dr. Baker met the interviewer at his office on the 
campus of a small, liberal arts college. His office was 
located in a red brick, two-story home that had been 
converted into office space for the college. His office 
was located just inside the front door on the first floor. 
The office had a large picture window with a view of the 
heavily wooded campus. The walls were decorated with 
hangings, including professional sports team prints and 
family photos. There were several bookshelves filled with 
a variety of books. Boxes of books were found on the floor 
near the window. When the interviewer arrived the 
superintendent was talking with the department 
receptionist; he turned, greeted the interviewer, and
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offered a bottle of water or coffee. Prior to the start 
of the interview, the superintendent signed the consent 
form and accepted a couple of phone calls. He closed the 
pocket doors to the office immediately prior to the first 
question. He seemed to be honored and eager to participate 
in the study. He wore a dark suit and tie.
At the end of the interview, he speculated about the 
possible geographic differences that may be evident in the 
completed study. He asked if the interviewer had read his 
book, showed him a copy, and suggested that he purchase 
one. He asked how his answers compared to those of the 
other participants and was informed that the study had just 
begun. He inquired about the scheduling of the other 
participants in the region. When the interviewer reported 
that not everyone had been scheduled at that time, he 
picked up the phone and called another participant to see 
if he was available that day. He mentioned the importance 
of networking. He inquired about the researcher's 
professional aspirations. He escorted the interviewer to 
the door while sharing a story about one of his friends who 
is also a study participant. He told the interviewer to 
say hello for him.
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Superintendent Cooper. Mr. Cooper served as a 
superintendent in three separate school districts prior to 
his retirement. The districts ranged in size from 600 to 
999 students and from 2,500 to 4,999 students. The three 
districts were unit district and found in suburban and 
rural settings.
Mr. Cooper met the interviewer in his home in an all- 
residential subdivision in a small town. He reported that 
he had returned home only minutes before the researcher 
arrived for the interview. He had just been to the gym.
He wore jeans, a t-shirt, and sneakers. He greeted the 
interviewer at the front door and offered him a can of 
soda. He escorted the interviewer to the sunroom on the 
north side of his home, overlooking a small retention pond 
and his backyard with bird feeders and a swimming pool.
The interview was conducted at a glass-topped table in the 
corner of the room. He took his can of diet soda and sat 
down facing the pond. The interviewer sat in the chair 
across from the superintendent. He seemed very comfortabl 
about being interviewed and curious about the study. He 
shared that he is very interested in the field of ethics 
and is in the process of writing a book on the subject. 
After the interview, he inquired about the researcher's
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professional aspirations and expected outcome of the 
study, asked for a copy of the completed dissertation, 
escorted the interviewer to the door, and wished him luck.
Superintendent Davis. Dr. Davis served as the 
superintendent of one suburban, high school district with
10,000 to 24,999 students prior to his retirement.
Dr. Davis asked for a copy of the questions to prepare 
for the interview. The request was denied. He then asked 
the time length of the interview. He suggested meeting at 
a restaurant near a major highway. When the researcher 
arrived at the restaurant, he found the superintendent 
seated in the booth nearest the door. He was wearing khaki 
pants and a plaid, button-down shirt. He approached the 
researcher, introduced himself, and offered to buy 
breakfast since he had chosen to meet at the restaurant.
The waitress took the breakfast orders and the interview 
started. He seemed hesitant to answer the questions, 
leaving long pauses, requesting time to think, and eating 
bites of his banana walnut waffles between questions.
After he finished answering questions he continued to eat 
and engage in small talk, including asking about the
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interviewer's professional aspirations, before he excused 
himself after about twenty-five minutes total.
Superintendent Ellis. Dr. Ellis is a practicing 
superintendent. He has served as superintendent for more 
than twelve years total in four separate suburban, high 
school districts with 5,000 to 9,999 students.
The interview was held in Dr. Ellis's district office. 
The interviewer arrived at the district office about ten 
minutes late for the interview due to traffic congestion 
and a freight train blocking the crossing near the office. 
The superintendent was an additional five to ten minutes 
late due to a district meeting that ran longer than 
scheduled. The superintendent met the interviewer in the 
reception area and escorted him to the inner office. He 
was wearing a suit and tie.
The office was furnished with a large wooden desk with 
one chair below it and two in front of it. One side of the 
office had two windows. Two sofas, an end table, and table 
lamp formed a seating area between the two windows. He sat 
very erect on the sofa with one arm on the sofa arm and the 
other in his lap. He smiled but seemed very reserved, 
offering little or no small talk as the other participants
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had prior to the start of the interview, while the 
interviewer set up the digital recorder. At the end of the 
interview, he stood up quickly, suggested reading a 
dissertation on servant leadership that he said had been 
written a few years earlier at the researcher's university, 
offered to help if the researcher needed anything else, 
opened the door, and said good-bye.
Superintendent Fischer. Dr. Fischer, who is retired, 
served as a superintendent in two school districts for a 
total of more than twelve years. The two districts in 
which he served were suburban, high school districts with
2,500 to 4,999 students.
The researcher met the superintendent in a downtown, 
high rise office building. The researcher rang the door 
bell of the office and although four people were within 
eyesight, no one opened the door until the second bell 
ring. The office staff reported that the participant had 
stepped out for a few minutes. While the researcher waited 
approximately twenty minutes, the phone rang several times 
and went unanswered. After about ten minutes of waiting, 
someone directed the researcher to reading materials about 
the organization found on a small table and offered to hang
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up the interviewer's coat. The reception area was small 
with a coat closet, two chairs, and some art work. The 
windows in the front offices overlooked a city park and 
lake. Although the office staff said he was out of the 
office, the superintendent emerged promptly at the 
scheduled time from the back of the office, surprising 
everyone. He was wearing khaki pants with a plaid, 
button-down shirt. He escorted the interviewer past his 
office, which was an open cubicle in the hallway with four 
desks, to a conference room in the back of the suite of 
offices. He offered the interviewer a cup of coffee as 
they passed the kitchen. He was very pleasant and seemed 
to enjoy answering the questions. Upon reading and signing 
the consent form, he began talking about quantitative 
versus qualitative research. After the interview, he 
escorted the interviewer out and began talking again, 
sharing more stories. He asked for a copy of the 
dissertation before leaving the interviewer at the 
elevator.
Superintendent Greene. Dr. Greene reported that he 
had worked in four districts for a total of more than 
twelve years prior to his retirement. He served in
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elementary, secondary, and unit districts in rural, 
suburban, and urban settings. The districts ranged in size 
from 300 to more than 25,000 students.
Dr. Greene met the interviewer in his office on the 
campus of a small, private college in a large town. The 
office was small, with the desk facing the corner so that 
the participant's back was to the door while he worked.
Three small bookshelves were filled with a variety of 
books. A Rockwell print was the only wall hanging. In the 
corner of the office near the door, there was a small table 
with four chairs. The table contained a stack of file 
folders. The interview was conducted at the table. The 
interviewer was invited into the office and the participant 
pointed out that his watch indicated that the interviewer 
was five minutes early. He excused himself and returned in 
exactly five minutes (five minutes later than the scheduled 
time, according to the interviewer's cell phone clock).
Upon reading the demographic information section of the 
protocol, he questioned the researcher's use of the term 
"sex" instead of "gender," saying that the word "sex" has 
more than one connotation, while the word "gender" has 
exactly one connotation. He also questioned the district 
size categories used in the protocol. When told that the
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size categories were taken from the State Board of 
Education (SBE) reporting forms, he stated that he knew 
they were the same ones used by the SBE. After the 
interview, the superintendent explained that his answers 
were brief because he had learned that a good 
superintendent speaks in sound bites. He said that the 
press will take what you say and extract sound bites from 
it, so you need to speak in sound bites to tailor what 
quotes they'll use. Before saying good-bye, he asked 
about the researcher's professional aspirations, offered 
career advice, and asked for a copy of the completed 
dissertation.
Superintendent Holmes. Dr. Holmes has served as the 
superintendent of a rural, elementary school district with 
between 1,000 and 2,499 students for four to seven years. 
This is his first superintendency.
Fifteen minutes prior to the interview the district 
receptionist called to make sure the interviewer was on 
time and had found the office. The interview was held at 
the district office of the school district. The district 
office was located in a residential neighborhood next to an 
old school that had been converted into a church community
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center. The building was small, with the reception area 
located just inside the main door. The office housed 
several secretaries and other employees separated by a 
series of short cubicles. The waiting area was situated 
between the receptionist and the superintendent's office.
It was a small cubicle containing three chairs, a small 
table with magazines, and an antique student desk with an 
antique teddy bear, folk art tree, coloring books and 
crayons, and district flyers and newsletters. On the wall 
there was a rustic shelf, constructed of wood from an old 
building or barn. It held two models of a one-room 
schoolhouse: one made of metal and one of wood. Folk art
and craft items hung from the coat hooks.
The superintendent's office was immediately inside the 
front door, adjacent to the receptionist. His office 
overlooked the main sidewalk to the front entry. The desk 
was in the middle of the office, angled to face the 
doorway. His computer was on the credenza under the 
window, behind the desk and to his left. The office 
contained several wooden storage units. The walls were 
decorated with nearly a dozen Norman Rockwell sketches.
The superintendent was friendly and welcoming, introducing 
himself by first name, not by degree or title. At the end
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of the interview, he inquired about the researcher's 
professional activities and aspirations. He walked the 
interviewer to the door, where his assistant superintendent 
was waiting to ask a question. He asked for a copy of the 
completed dissertation and asked the interviewer to say 
hello to the next participant for him.
Superintendent Irving. Mr. Irving has served for 
more than twelve years in his urban, unit district. The 
district serves 5,000 to 9,999 students. This is his first 
superintendency.
The interview was conducted at the district office 
building, which was a converted two-story, red brick house 
with a large wooded lot in the historic district of the 
city. It was located between one of the schools and 
another house that has been converted into an Arts Center. 
The reception area was in the foyer at the foot of the 
stairs. The waiting area was in the hallway, along the 
side of the staircase. There were two chairs, a table with 
district newsletters and flyers, copies of Education Week, 
and a lamp. The superintendent's office was on the first 
floor by the main entrance. Large windows opened onto the 
wooded lawn, parking area, and main entrance. The office
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contained all wooden furniture with numerous family photos 
on the desk and countertops. The superintendent and 
interviewer sat at a small table in a bay window area. He 
had the copy of the letter of invitation and demographic 
section of the protocol on the table when the interviewer 
arrived. He was dressed in a dark suit. He stated that he 
had a lot of work to complete before the end of the day.
He walked in prior to the interview, having left a 
conference on developing professional learning communities 
to meet the interviewer. At the end of the interview, he 
asked about the interviewer's involvement in professional 
organizations. He requested a copy of the findings.
Superintendent Jones. Dr. Jones has served as 
superintendent of an urban, unit district with 5,000 to 
9,999 students for between eight and eleven years. This is 
his first superintendency.
The interview was held at the district's central 
office in the downtown area of a small city. The entry was 
at the rear of the building. Upon being admitted into the 
facility by security, the researcher walked through the 
first floor to the stairs leading to the second floor. The 
superintendent's office was the first door in the hallway
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on the second floor. The outer office was large, with 
several secretaries situated around the periphery. The 
waiting area consisted of several chairs and end tables in 
the center of the room. The superintendent met the 
interviewer at the door to his office. He was dressed in a 
dark suit. His inner office was large, with one window 
looking out upon a side street and a parking lot across the 
street. His desk was in the far corner facing the door. A 
conference table, which could be seen from the door, had 
eight chairs and was near a white board and projector. He 
sat at the end of the table facing the door, which was 
about twenty feet away, with one knee up on the edge of the 
table. His hands were on his knee with the fingers 
interlocked. The interviewer sat to his left. He turned 
his chair to face the interviewer. Immediately prior to 
the interview he stated that he had a 9:00 a.m. appointment 
with the mayor. After the interview, he made pleasant 
small talk on the way to his office door. He wished the 
interviewer well and departed for his meeting with the 
mayor.
Summary
A sample of 10 State Superintendents of the Year was 
invited to participate, with a 100% participation rate.
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Interview data provided answers to the research questions 
and helped in the establishment of a set of ethical 
constructs valued by superintendents and in the creation o 
recommendations for a future comprehensive code of ethics 
for educational leaders.
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CHAPTER 4
DATA ANALYSIS AND FINDINGS 
Purpose
The purpose of this inquiry was to explore the 
behavioral constructs valued by educational leaders. This 
chapter presents and analyzes the data that answers the 
research question: What constructs of behavior could
contribute to the development of a code of ethics for 
practicing school leaders? For the purpose of this study, 
constructs are defined as the internal attributes, 
characteristics, or components of an individual's behavior 
or practice that cannot be directly observed but are 
evidenced in the person's statements and actions.
Analysis of Data 
The data analysis presented in this chapter is based 
on interviews with ten State Superintendent of the Year 
Award winners. The superintendents included in this study 
were male and female; black and white; from elementary,
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high school, and unit districts; and were from rural, 
suburban, and urban districts.
Upon analysis of the interview transcripts and review 
of the research literature (Benson, 1989; Boudreaux & 
Steiner, 2005; Hopen, 2002; Mabe & Rollin, 1986; Nickols & 
Belliston, 2001) five areas of practices were evident:
• personnel practices: issues related to employment
practices, such as hiring and firing.
• professional characteristics: behavioral constructs 
related to personal and professional values, such as 
honesty, or traits, such as maintaining 
confidentiality or being knowledgeable of the law.
• political influences: issues related to external
influences on ethical decision making, such as 
accepting vendor gifts, personal political 
activities, and board member pressures.
• financial issues: issues related to the budget and
monetary workings of the district.
• professional development: issues related to 
continual professional and intellectual improvement.
In reviewing the superintendents' stories about 
ethical dilemmas regarding the five areas of practice,
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eight constructs of behavior emerged: concern, fairness, 
honesty, loyalty, compassion, empowering, respectfulness, 
and trust. Interview transcripts were analyzed to 
determine which constructs of behavior were present, and to 
which of the five areas of practice they were related.












Concern X X X X
Fairness X X X X
Honesty X X X X





Figure 4-1: Summary of Constructs of Behavior and their
relationships to the Areas of Practice as Identified from 
Superintendent Interviews.
Findings
In responding to the questions in the interview 
protocol, the superintendents often shared the ethical 
dilemmas they had faced in the form of stories about 
individuals and situations. The level of conflict involved 
in these dilemmas was heightened by the fact that they 
rarely involved simple choices between a good choice and a
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
78
bad one. The decision making often involved selecting the 
choice with the most benefit and least negative impact.
Many of the stories shared during the interviews contain 
embedded constructs of behavior which are described in the 
sections that follow.
Concern
Arnold, Arad, Rhoades, and Drasgow (2000) define 
concern as "a general regard for a team member's well 
being" (p. 255). Concern for others, including students, 
staff, and fellow superintendents, was evident in the data. 
In some instances, although the situation may have appeared 
to have embedded concern for a staff member, an underlying 
concern for the public image of the school and school 
leaders in general may have also been at play.
Out of concern for a principal and the principal's 
public image, one superintendent tried to counsel and 
educate him. The superintendent showed concern by 
definitely taking an interest in the situation and giving 
it his attention. He indicated that he spent time trying 
to explain the importance of role modeling and public 
opinion but "couldn't get him to understand." The 
principal's affair with his secretary had tarnished his
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image with the community, since both of them were married 
to others at the time, and he maintained that it was 
unrelated to his work as principal. He faced a conflict 
because the principal was not committing an illegal act, 
educationally speaking, although he was committing the 
illegal act of adultery. He was exhibiting poor judgment 
in his personal life which had become a public issue. He 
simply shared his concerns with the employee and allowed 
the situation to play out, ending in two divorces and one 
individual seeking help for alcoholism. It was evident 
from the superintendent's tone and demeanor that he 
experienced a great deal of personal tension over the 
situation and his handling of it.
Another superintendent told of a time when he faced 
conflicting issues of concern. A fellow superintendent 
became drunk at a state convention after-hours party. The
disoriented man could not find his room so the
superintendent asked to help the man back to his hotel 
room. He was genuinely concerned for the man's safety, but 
another concern arose. The other superintendents in 
attendance gave a response that was unexpected. He said,
"I was harassed by a lot of friends for several years about
taking this guy back to his room." Additionally, the
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superintendent mentioned his concern for the profession 
and the image this publicly intoxicated man had portrayed 
to the community. The concern for a colleague in need grew 
into a concern of the superintendent's own image and for 
the public image of the superintendency.
The construct concern was noted in the data in 
reference to professional characteristics, personnel 
practices, political influences, and finances. The data 
suggests that concern is a construct of behavior that 
should be taken into consideration when developing a code 
of ethics for practicing school leaders.
Fairness
Blase (1987) explains that leaders who are seen as 
being fair are adept at "recognizing the personal and 
professional rights of all" (p. 604) and "showed no 
favoritism" (p. 604). Issues of fairness impact 
educational leaders in several ways, including dealings 
with students, staff, and parents, as well as in the 
consideration of broader dilemmas, such as school funding 
equity and quality of education across the district, 
region, or state.
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One superintendent told of disciplining a student 
based on the action and situation, not based on who the 
student was or who his parents were. "People didn't say 
that you were treated differently in my school district by 
who your father was." When the local sheriff's child 
misbehaved and local officers encouraged him to overlook 
it, the superintendent suspended him just like he would 
have any other student. By carrying out the punishment 
after considering the act and district practices, not the 
political connection of the student's parents, the 
superintendent showed that he could deal with situations 
fairly. He acknowledged the student's rights, showed no 
favoritism, and followed through with a fair punishment.
Another superintendent shared that one of the tough 
situations he had faced as a superintendent was when two 
employees were involved in a dispute over what he called "a 
specific situation" that he did not share. He said "you 
had to make a decision and you knew you were gonna tick one 
of 'em off." He was fair in his decision, weighed the 
information, came to a conclusion, and explained the 
rationale to them.
Fairness, as it relates to equity and equality, arose 
in the data. Two superintendents discussed inequities in
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school funding across the state. One summed it up by 
saying that "the problem is the state hasn't lived up to 
its commitment to funding it [education], so we have this 
incredible inequity that lives across the state." The 
superintendents' comments indicate a belief that the 
current funding formula sets up an educational system that 
is indeed biased and results in unequal quality of 
education received by students across the state. Although 
this situation is unfair and gets much press and 
discussion, it has not been resolved at the state level.
Fairness, as a construct of behavior, was noted in the 
data relating to the components of professional 
characteristics, personnel practices, political influences, 
and finances. The impact of fairness on dealings with 
students, staff, and parents, as well as its impact on 
statewide issues, such as school finance, warrants further 
consideration in the development of a code of ethics for 
school leaders.
Honesty
Becker (1998) defined honesty as "the refusal to 
pretend that facts of reality are other than they are" (p. 
158). In the field of educational leadership, honesty
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refers to telling the truth, and also to complying with 
federal and state mandates without attempting to skirt or 
manipulate the requirements.
Some of the participants gave conflicting messages in 
their responses to the interviewer's questions concerning 
the construct of honesty. One superintendent described a 
situation where the state changed the certification 
requirements to teach certain classes. His response to the 
change in requirements was to simply change the name of the 
class being taught; for example, the reading teacher is now 
required to have eighteen hours of college credit in 
reading, so the job was redefined as a first-grade teacher 
instead of a reading teacher. As a first-grade teacher the 
employee was not required to have the eighteen hours of 
credit in reading. He commented on this practice, asking: 
"could that be considered an ethics thing? I suppose so, 
but did I do anything illegal? No. Did I do what was best 
for the kids? Yes. I'll live with that and have no 
problems." Although he stated several times that it is 
important to "just tell the truth," in this case it appears 
that preserving the programs and teaching positions was 
more important. His questioning of his own decision to
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manipulate the requirements indicates he may be feeling
that his actions were not honest.
In discussing the manipulation of populations, such as
changing placement of special education students, to make
annual yearly progress (AYP) on state assessments, one
superintendent stated, "if you want to change the rules,
change the rules, do it right, but don't manipulate. Don't
cheat. Don't say a kid is something when they're not just
to avoid a situation." He continued by saying that
if it's borderline that a kid could be here 
[general education], could be there [special 
education], and you have a choice and it's legal 
and it benefits the district, that's one thing, 
but if it's not a choice, if you make it up just 
to manipulate the test scores. Nah.
This superintendent's discussion of assessment seems to
contain two conflicts. One is that he indicated that one
should follow the rules unless one does not like them. If
one does not agree with the rules, one should not
manipulate them to fit the situation, but just change them.
This conflict was over the requirements for determining a
subgroup for AYP. The other involves the changing of a
student's special education status to manipulate assessment
data by reducing the number of special education students,
so there was no subgroup for AYP consideration. The
conflict here is again one involving honesty: should one
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follow the rules governing special education and 
assessment or manipulate them to yield what is seen as a 
better outcome for the district? The basic conflict is the 
balancing of the needs of the students with those of the 
district as a whole.
A third superintendent discussed the importance of 
being honest but indicated that it is situational and there 
are times to lie. He told several stories about 
individuals being confronted with a choice between telling 
the truth and lying. He stated that he would lie to 
protect the individuals involved.
Honesty was embedded in the superintendents' 
discussions of professional characteristics, personnel 
practices, political influences, and finances. The level 
of conflict the data represents and the number of times 
honesty was referred to in the data indicates the 
importance of this construct to practicing school leaders 
and the need to further consider it when developing a code 
of ethics.
Loyalty
Miles (1965) defined loyalty as "a conscientious 
effort to assist one's superiors to succeed in achieving
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their program goals or in reconsidering or modifying 
program goals to achieve better results" (p. 222).
McPherson (1988) uses the terms allegiance and 
responsibility to describe loyalty. In the educational 
leadership setting loyalty can refer to the allegiance of a 
subordinate to a superior, that of the superior to their 
subordinates or consumers, and any employee's allegiance to 
the organization itself.
Two superintendents indicated that they have a strong 
allegiance to their boards of education. One stated that 
"always I'll support the board and be loyal to them, but 
they are not to ask me to do something illegal or unethical 
or immoral and they just won't, so it's a standard you 
keep." Unless faced with a need to compromise his personal 
ethical code, the superintendent was resolute in the fact 
that he would support the decisions of the board, and 
maintain his allegiance to them.
Another superintendent shared a situation in which an 
employee's loyalty was recognized. He had decided to 
reassign a poorly performing principal to a specially 
created central office job, until he was scheduled to 
retire in two years, instead of firing him. The principal 
had been a successful and dedicated leader in the district
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prior to the noted decline in performance. The 
superintendent said, "I couldn't fire him. First of all, 
just logistically and legally, it would have been very 
difficult. Second, you think, gosh, this guy is loyal and 
has been a servant for all these years." Since the 
principal had shown his loyalty to the district, working 
many years as a valued employee, the superintendent felt an 
obligation or loyalty to him, and allowed him to complete 
his contract and retire, instead of firing him.
On the other hand, his loyalty to this employee may be 
viewed as disloyalty to the students, staff, and parents of 
the district, and disloyalty to the district itself. The 
individual was deemed poorly performing because he was 
unable to properly lead his assigned school. This lack of 
leadership could possibly have had a negative impact on the 
students and staff of the school. The district suffered a 
financial loss since the individual was still on the 
payroll for two additional years, along with the principal 
who replaced him.
Loyalty was found embedded in the data in relationship 
to the practice components of professional characteristics, 
personnel practices, and political influences. The 
interplay between loyalty and disloyalty, which can be
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found within a single ethical dilemma, underscores the 
importance of addressing loyalty as a construct of behavior 
when developing a code of ethics.
Compassion
DeLapp (1996) defined compassion as the act of 
"listening to their [consumers'] concerns and being 
responsive to their needs" (p. 9). Educational leaders 
show compassion for students, staff, parents, and other 
community members by acknowledging their specific concerns 
and attempting to address those concerns. The 
superintendents typically showed compassion for employees 
under their supervision being considered for firing. The 
superintendents told their stories, carefully indicating 
what the individuals were accused of and what the community 
response was, but went a step further by adding personal 
hunches as to why the individuals were having difficulty at 
work and suggesting possible solutions for the individuals. 
The superintendents showed compassion by being sympathetic 
and by trying to figure out the individual's personal 
situation, behavioral influences, and possible solutions, 
for example, early retirement or an assignment change.
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Compassion, as evidenced in the data in reference to 
professional characteristics and successful personnel 
practices for the district, should be considered in the 
development of the code of ethics for school leaders.
Empowering
Conger and Kanungo (1988) defined empowering as "the 
process by which a leader or manager shares his or her 
power with subordinates" (p. 473). They also state that 
empowering is "the process of enhancing feelings of self- 
efficacy among organizational members through the 
identification of conditions that foster powerfulness" (p.
4 74). Empowering school employees may manifest as shared 
decision making, such as involving staff in program 
decisions, scheduling, or assisting the planning of staff 
development activities. Empowering staff members could 
also mean helping them preserve their dignity by giving 
them choices, especially regarding difficult issues such as 
firing.
One superintendent involved employee groups in 
scholarly discussions, inviting outside speakers from a 
variety of businesses and universities to share their 
thoughts on education. Teams of staff members were allowed
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time to interact with the speakers and to continue their 
discussions as a group. Everyone on staff was encouraged 
to reflect on the learning data and to share their 
insights. The superintendent wanted to build what he 
termed "schools of inquiry." He empowered his staff by 
providing them with information and data, giving them 
opportunities to reflect and discuss, listening to their 
ideas, and incorporating those ideas into the district 
plans.
In their discussions of releasing employees, three 
superintendents offered the employees choices or 
alternatives to being fired, such as offering assistance in 
seeking a more suitable job, providing counseling, and 
creating an early retirement deal. Given control of their 
situation, and allowed to choose from a set of suggested 
options to being released from their jobs, employees could 
maintain their dignity.
Empowering, as a behavioral construct, appeared in the 
data regarding personnel issues and staff development. Its 
implications for developing future educational leaders, 
especially through staff development opportunities that 
promote sharing decision-making power and personal growth,
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warrant further consideration when developing a code of 
ethics for school leaders.
Respectfulness
Stefkovich and Begley (2007) state that, with respect,
the emphasis is upon equity as well as equality, 
tolerance, self-respect (which includes 
acceptance of one's own as well as other's 
frailties), an appreciation and celebration of 
diversity, and a commitment to finding common 
ground in an increasingly multicultural, 
pluralistic society, (p. 220)
Educational leaders show respectfulness for cultural
diversity, and for the diversity of ideas, practices, and
opinions that exist within that diverse culture.
One superintendent shared stories of off-color jokes
told by other educators, and racial slurs used by fellow
superintendents. He indicated that as superintendent you
are always on duty, saying that "people will remember that
the superintendent, who is supposed to model what goes on
in the school district, uses a racial slur." As a
superintendent, he believes that one must model good
behavior, tolerance, and respect. The behaviors of fellow
superintendents described were not good models of tolerance
and respect.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
92
Another superintendent told of a principal whose 
adulterous behavior cost him the respect of the school 
community. As with the previous example, this individual 
made poor personal decisions that were in conflict with the 
values of the community. The community could no longer 
trust him and respect him as a role model of good behavior 
for its children. This example illustrates that leaders 
must not only show tolerance and respect to others, but
must also gain the tolerance and respect of others.
Respectfulness appeared in the data in regard to
professional characteristics and personnel practices. The
nature of the conflicts expressed by the exemplary leaders 
in this study underscores the importance of this construct 
in the creation of a code of ethics.
Trust
Mayer, Davis, and Schoorman (1995) defined trust as 
"the willingness of a party to be vulnerable to the actions 
of another party based on the expectation that the other 
will perform a particular action important to the trustor, 
irrespective of the ability to monitor or control that 
other party" (p. 712). This construct emerged from the
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data as a trust that the employees of the district will do 
their jobs properly, acting in the best interests of 
students, and as the trust the community places in the 
board of education and the superintendent.
The superintendents mentioned that, as superintendent, 
one represents the board of education and the community and 
is trusted to represent their values. One summed up the 
sentiments of many of the superintendents by saying, "we're 
tied to the wishes of the community, making sure that we 
represent the desires of the community we're in." Another 
stated that
every one of us is accountable to a board of 
education, who's accountable to the community, so 
in many ways school districts are the last and 
best still democratic institutions we have in 
this country. Boards of Education are elected by 
the community. They reside in the community.
They, the boards, hire a superintendent who then 
hires a staff. If the community doesn't like the 
way that the school district is running, every 
four years they get a chance to reseat the board 
and put new people in and we all know that with 
new boards usually comes new leadership.
The superintendents indicated that they are charged to act
for, and in the best interest of, the community, while
maintaining the level of trust the community places in
them.
Another superintendent, discussing superintendent 
misconduct, said, "I'm as horrified as anyone else when I
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find out that a school employee or superintendent or other 
has taken public trust and has embezzled money or engaged 
in inappropriate activities." The responsibility of the 
superintendent is to carry out the operations of the 
district, while maintaining public trust and representing 
the wishes of the community.
This behavioral construct was found in reference to 
professional characteristics and personnel practices. The 
level of conflict that can arise based on issues of trust 
supports that this construct must be considered when 
developing a code of ethics for practicing school leaders.
Additional Findings
It was noted in the study that although every 
prospective participant agreed to participate in an 
interview and did, their levels of willingness to share 
information during interviews varied greatly. Many of the 
participants were open, sharing specific stories from their 
careers and providing great detail. Others answered the 
questions with generic statements, such as mentioning that 
hiring practices are an issue but not giving any specific 
examples. This is evidenced by the wide range of interview 
length: seven minutes and thirty seconds to fifty-nine
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minutes. One participant apologized for the brevity of
his answers, while another explained that it is important
for superintendents to speak in "sound bites" since people
especially the media, will take what you say and chunk it
into sound bites anyway. He indicated that if
superintendents speak in sound bites, they can better
control what is reported.
Three participants indicated that they had never had
to deal with an ethical dilemma first hand or had only one
but shared dilemmas that their colleagues had had to face.
One superintendent stated,
I personally didn't face dilemmas. I chose to 
always be ethical and let people know that's what 
to expect from me, so I really had no issues with 
ethics. I'm really talking about what I saw in 
others. So I didn't have any ethical dilemmas.
It never happened to me.
Another stated, "I have a strong ethical, moral lamppost,
so to speak, lighthouse and I've never tolerated much in
terms of deviation of ethical behavior, and so what have I
faced? I haven't faced much." The third superintendent
briefly shared a personnel issue and then stated,
I've been very fortunate that I've worked in 
great places in terms of ethical issues related 
to business or financial kinds of issues. I've 
had nothing that I've had to deal with and I'm 
happy I have not had to deal with that.
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Two participants took a defensive posture; for 
example, one crossed his arms while leaning back in his 
chair, failing to maintain eye contact but simply staring 
at the artwork on the wall over the interviewer's head.
His arms first crossed when the researcher asked the second 
question: inquiring about the ethical dilemmas faced by the 
superintendent. Another sat very erect in his chair with 
his hands folded in his lap. He did not gesture or move in 
his seat, but maintained constant eye contact, as if he 
were staring. His posture and demeanor seemed more guarded 
after he learned that the focus of the interview was 
ethics. Two other participants took a defensive stance, 
in terms of interaction, not posture. One superintendent 
repeatedly asked questions about the research, other 
participants, and the researcher. The researcher got the 
impression that he was either trying to divert the 
interview or to stall for time while he formulated his 
answers. The other superintendent returned most questions 
with a question, asking for definitions of terms or to have 
the question clarified. He answered with a harsh, almost 
scolding tone, for which he apologized at the end of the 
interview.
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The importance placed upon connections and 
relationships by the superintendents was noted in the 
interviews and in the analysis of the transcripts. 
Connections to others and relationships were evident 
throughout the interviews, and the importance of these 
connections and relationships was demonstrated in some of 
their offices. Two of the superintendents displayed 
numerous family photos in their offices and referred to the 
importance of a supportive family in their interviews. The 
son of one superintendent called for fatherly advice during 
the interview. The superintendent beamed as he explained 
his need to take the call and the importance of his 
children. The presence of the photos and discussion of 
family ties indicates that they value connections and 
relationships.
Another superintendent, in discussing the release of a 
poorly performing principal, stated that "it was a very 
difficult decision, because I liked him a lot. He was 
personable. He was well liked." In remembering the death 
of that principal, he recalled that "it made me feel sad 
because he was really worried about it [death] so. He was 
important to me." Although these statements were brief, 
the emotion with which they were shared indicated a strong
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sense of connection to the individual. This 
superintendent valued the connection and relationship he 
had with this employee, even though he had had to counsel 
him out of the profession.
An additional area of focus in the interviews was the 
idea of placing children first. While being interviewed 
eight of the ten superintendents referred to the children 
of their district. One superintendent, in discussing 
improvement made within a district, stated that "if you're 
dealing with students it has to promote learning and a 
healthier and safer environment." Another superintendent 
said that he had no reservations about "making the changes 
that need to be made for the benefit of kids or the safety 
of students." He also referred to the "success of the 
students." Both superintendents referenced the students in 
their interviews, and base their decisions on the best 
interests of the students in the communities they serve.
One additional finding was the belief that a code of 
ethics would be valuable to the profession. When asked if 
a code of ethics would be of value to the profession, eight 
of the superintendents responded positively, while two said 
it would not be of value. One superintendent indicated 
that he was not sure if a code of ethics would be of value
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because "there's lots of legislation that exists at this 
particular time that spells out potential ethical issues." 
He feels that the State School Code is adequate in guiding 
the professional decision making and behavior of school 
leaders. Another superintendent said that he was 
"becoming more and more leery of more rules and more 
regulations." He feels that professions are targeted 
because a few individuals "don't conduct themselves as we 
would hope they would." His tone and speech pattern 
indicated that the idea of having a code of ethics upset 
him and that he felt it would be an intrusion in his 
professional life.
Two superintendents felt that a code of ethics would 
be of value, but only if it is supported by training for 
those expected to abide by it. One described in depth the 
importance of professional development in the code of 
ethics for school leaders. The well-thought-out ideas for 
implementing the code of ethics training underscored its 
importance to them. Six other superintendents felt that a 
code of ethics would be of benefit to the profession.
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Summary of Findings
Data was collected and classified using the eight 
constructs of behavior that were uncovered: concern, 
fairness, honesty, loyalty, compassion, empowering, 
respectfulness, and trust; and five areas of practice that 
emerged from open and axial coding of the interview 






Interview questions allowed the data to emerge as phenomena 
that could be described through the participants' 
experiences and beliefs. This study provided a descriptive 
insight into the constructs valued by exemplary school 
superintendents that could contribute to the development of 
a code of ethics for practicing school leaders.
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CHAPTER 5
DISCUSSION, CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS
In this chapter the problem statement and methodology 
are summarized. The sections that follow present a 
discussion of results, conclusions and implications, 
recommendations for practice, recommendations for future 
study, and a summary of the study.
Problem Statement 
Despite attempts to establish codes of ethics for 
educational leaders (NAESP, 1976; AASA, 1981; ASCD, 2006;), 
school administrators continue to commit illegal and 
unethical acts that negatively impact their job performance 
and career potential (Gewertz, 2006; KSDK, 2006; Malkovich, 
2007). A comprehensive code of ethics, to address these 
unethical behaviors, needs to be developed based on the 
constructs of behavior valued by successful educational 
leaders, among other elements. The purpose of this study 
was to determine what constructs of behavior could
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contribute to the development of a code of ethics for 
practicing school leaders.
Summary of Methodology 
This research study explored the constructs of 
behavior valued by superintendents, who were deemed to be 
successful and ethical school leaders. For the purpose of 
this study, successful and ethical superintendents were 
defined as recipients of the State Superintendent of the 
Year Award between the years 1991 and 2007. The study 
examined the evidence of constructs of behavior in 
interviews with the superintendents. This study followed 
phenomenological design that involved individual personal 
interviews, lasting from seven and one half to fifty-nine 
minutes each. The ten award recipients still residing in 
the state participated in the study. The data collection 
instrument for the study was a list of five open-ended 
questions. Digital recordings of the interviews were 
transcribed verbatim by the researcher and coded for 
analysis. Through analysis of interview data, areas of 
practice, and constructs of behavior emerged. Codes were 
created for all areas of practice and constructs of 
behavior that were evident in the interview transcripts.
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These areas of practice and constructs of behavior were 
compared with those found in the literature and were 
defined based on the works of various authors and 
researchers in the fields of educational leadership and 
ethics.
Discussion of Results 
Data from the interviews yielded five areas of 
practice: personnel practices, professional
characteristics, political influences, finances, and 
professional development; and eight constructs of behavior: 
concern, fairness, honesty, loyalty, compassion, 
empowering, respectfulness, and trust.
Areas of practice
The five areas of practice (personnel practices, 
professional characteristics, political influences, 
finances, and professional growth) that emerged from the 
interview transcripts are supported by the literature on 
codes of ethics and are embedded with the constructs of 
behavior.
The first area of practice, personnel practices, was 
discussed by nine of the ten participants. The
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subcomponents included in this area of practice are: 
releasing an employee, personal issues and choices of staff 
members, personal and professional relationships, and 
staffing and hiring practices. These practices are 
supported by the literature on components of codes of 
ethics (Benson, 1989; Boudreaux & Steiner, 2005; Hopen,
2002; Mabe & Rollin, 1986; Nickols & Belliston, 2001). The 
practices from the literature aligning with the ones from 
this study are:
• conflicts of interest (Benson, 1989; Boudreaux & 
Steiner, 2005; Hopen, 2002; Nickols & Belliston, 2001)
• consumer relationships (Benson, 1989; Hopen, 2002; 
Nickols & Belliston, 2001)
• group and individual standards of conduct (Boudreaux & 
Steiner, 2005; Mabe & Rollin, 1986)
• corporate relations to employees (Benson, 1989)
• respect for diversity (Nickols & Belliston, 2001)
This component is supported by the literature on reasons 
for having a code of ethics. Griggs (1997), Baker &
Emanuel (2000), Grundstein-Amado (2001), and Gutman (2005) 
discuss the protection of members of the profession and 
their clients as a function of the code of ethics.
Holmquist (1993), Griggs (1997), National School Boards
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Association (1997), Wulfson (1998), and Boudreaux &
Steiner (2005) write of a common function of the code of 
ethics: to promote communication between members of the
professional organization.
The second area of practice, professional 
characteristics, was evident in all ten of the interviews.
The research subjects discussed several characteristics
that gave rise to this area of practice, including: 
student-centeredness; knowledge of law and policy; personal 
traits and values, such as honesty and flexibility; 
personal conduct, such as moral sexual conduct; 
professional pride and role modeling; being accountable; 
and maintaining confidentiality. These practices are 
supported by the literature on the components of codes of 
ethics:
• confidentiality (Boudreaux & Steiner, 2005; Hopen,
2002; Nickols & Belliston, 2001)
• statement of values (Boudreaux & Steiner, 2005; Mabe & 
Rollin, 1986)
• group and individual standards of conduct (Boudreaux & 
Steiner, 2005; Mabe & Rollin, 1986)
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
• goals of the profession (Mabe & Rollin, 1986;
Nickols & Belliston, 2001)
• legal and regulatory compliance (Benson, 1989;
Boudreaux & Steiner, 2005)
Additionally, the literature on the reasons for having a 
code of ethics lends support to this area of practice. 
Griggs (1997), Baker and Emanuel (2000), Grundstein-Amado 
(2001), and Gutman (2005) suggest that a code of ethics can 
serve to protect members of the professional group and the 
clients they serve, through addressing confidentiality and 
expectations of the members. Stonehouse (1991), Pardini 
(2004), and Southern, Smith, and Oliver (2005) indicate 
that codes of ethics are necessary to address a lack of 
knowledge and experience on the part of the members of the 
profession.
The third area of practice, political influences, was 
referred to by eight of the ten superintendents. The 
influences that were grouped into this area of practice 
were: dealing with external pressures, board member
conduct and communication, the political activities of the 
superintendent, and the assessment of students. This area
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of practice addresses several components of codes of 
ethics as mentioned and recommended in the literature:
• conflicts of interest (Benson, 1989; Boudreaux & 
Steiner, 2005; Hopen, 2002; Nickols & Belliston, 2001)
• confidentiality (Boudreaux & Steiner, 2005; Hopen,
2002; Nickols & Belliston, 2001)
• group and individual standards of conduct (Boudreaux & 
Steiner, 2005; Mabe & Rollin, 1986)
• reporting of violations (Benson, 1989; Boudreaux & 
Steiner, 2005; Mabe & Rollin, 1986)
• political activities (Benson, 1989; Hopen, 2002)
• legal and regulatory compliance (Benson, 1989;
Boudreaux & Steiner, 2005)
The literature on the reasons for establishing a code of 
ethics specifically addresses influences within this area 
of practice. Jacob and Levitt (2003a, 2003b), Pardini
(2004), and Levitt and Dubner (2005) address the issue of 
cheating, by teachers and administrators, on standardized 
assessments as a response to the pressure of state and 
federal mandates, such as NCLB.
The fourth area of practice, finances, was discussed 
by seven of the ten participants. The participants
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mentioned the handling of money and the acceptance of 
vendor gifts as two financial issues that guide their 
behavior. These issues are supported by the literature on 
the components of codes of ethics:
• conflicts of interest (Benson, 1989; Boudreaux &
Steiner, 2005; Hopen, 2002; Nickols & Belliston, 2001)
• financial practices and record keeping (Benson, 1989;
Boudreaux & Steiner, 2005; Hopen, 2002).
The final emergent area of practice, professional 
growth, was mentioned by five of the ten participants.
They discussed the need for continual professional 
development and specific training on the subjects of ethics 
and codes of ethics. Mabe and Rollin (1986), Nickols and 
Belliston (2001), Hopen (2002), and Boudreaux and Steiner
(2005) recommend that a professional code of ethics contain 
specific guidelines regarding member education.
The five areas of practice from this study and 
supported by the literature could serve as the components 
of the code of ethics for practicing school leaders. 
Constructs of behavior should be considered in reference to 
each these five areas of practice.
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Ethical Dilemmas and Constructs of Behavior
Regardless of which constructs of behavior were 
identified in each ethical dilemma shared by the 
superintendents, no clear solutions were available.
Solutions often contained competing positive and negative 
outcomes. The degrees and depths of the dilemmas, 
typically involving personnel concerns and financial 
matters that had the potential of impacting the entire 
organization, varied from situation to situation. The 
superintendents were faced with making choices that, in 
their opinions, delivered the most benefits while having 
the least number of detrimental impacts. The 
superintendents reported second guessing and reexamination 
of decisions to determine if the best choices were made, 
and for the right reasons.
Concern, fairness, and honesty emerged as constructs 
of behavior in the superintendents' dilemmas dealing with 
four of the five areas of practice, including personnel 
practices, professional characteristics, political 
influences, and finances. The widespread inclusion of 
these constructs across the components underscores their 
importance to the superintendents in dealing with dilemmas
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and their relevance in contributing to the development of 
a code of ethics for practicing school leaders.
Concern, as a construct of behavior, emerged 
especially when superintendents were faced with dilemmas 
created by the actions or decisions of others. One 
superintendent expressed the conflict he faced in dealing 
with two employees involved in an adulterous relationship, 
although both were married to others. Though adultery is 
illegal, the superintendent felt this was not appropriate 
to address, because it was outside of his control as an 
educational leader. He shared his concerns, with the male 
employee, about community beliefs, public respect, and 
being an appropriate role model. Although he was 
concerned, he felt he had little or no control over the 
situation, since the situation did not directly impact the 
principal's or secretary's job performance. The 
superintendent's concern was not only for the employees and 
their public images and well being, but for his own public 
image, the image of the district, and his understanding of 
his job and its spheres of influence and control. The 
complex interplay of a variety of concerns on any ethical 
dilemma further reinforces the importance of considering 
the construct of concern when developing a code of ethics.
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Fairness, often seen as dealing with others while 
not showing favoritism or bias, envelops equity, equality, 
and the questioning of decisions based on social justice 
concerns, such as race, gender, or socioeconomic status.
In their interviews, superintendents questioned issues of 
fairness, such as the state's school funding practices, 
enrollment and residency requirements, the assessment of 
special education students as required by NCLB, and 
disciplining students with prominent or politically 
connected parents. All of these issues involve fairness 
and social justice. Due to the far-reaching ramifications 
of the solutions to such dilemmas, fairness needs to be 
carefully considered when developing a code of ethics.
All of the participants in this study referred to 
honesty in their sharing of ethical dilemmas. At least 
three of the participants gave conflicting messages in 
their responses to the interviewer's questions that related 
to the construct of honesty. One superintendent emphasized 
the importance of honesty in his interview, but stated that 
he had rewritten job descriptions to get around new state 
certification mandates. Another superintendent indicated 
the importance of not manipulating special education 
populations to benefit the district, but also said that if
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the situation is "borderline that a kid could be here 
[general education], could be there [special education] and 
you have a choice and it's legal and it benefits the 
district, that's one thing." A third superintendent 
discussed the importance of being honest, but indicated 
that it is situational and there are times to lie.
These incongruent responses are consistent with the 
work of Getzels and Guba (1957). They suggest that when 
the role expectations and a person's needs are not 
congruent, their level of satisfaction is reduced. The 
individual may choose to either maximize effectiveness or 
efficiency to reach the resultant behavior. It is the 
researcher's assertion that if the resultant behavior is 
congruent with the individual's desired outcome, the 
individual will gain in satisfaction not from congruence 
between expectations and needs, but from having his or her 
personal needs met. For example, the role expectation is 
to always tell the truth. The personal need is to tell the 
truth unless it hurts someone.
One superintendent told the story of a soldier who 
became scared in the heat of battle and was shot in the 
back while running away. When the soldier's mother asked 
if he died an honorable death, the commander was faced with
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a dilemma: tell the truth or lie to preserve the
mother's image of her son. He stated that he would "lie to 
her through his teeth." The commanding officer faced the 
incongruence between expectation and need. He chooses his 
need to not harm the mother, and may gain some satisfaction 
in this, although he still realizes that he did the wrong 
thing according to the role expectation.
The ethic of profession proposed by Shapiro and 
Stefkovich (2005) may also explain conflicting messages in 
some of the participants' answers. They share a paradigm 
in which there should be congruence between an individual's 
personal code of ethics, an individual's professional code, 
the standards of the profession, the professional code of 
ethics, and the ethics of the community. According to 
Shapiro and Stefkovich (2005), conflicts arise for a number 
of reasons, including clashes between an individual's 
personal code of ethics and the professional code. The 
cases shared here, where a participant seemed to contradict 
himself, such as being legal and honest, but changing job 
titles to skirt state requirements, may result from a 
conflict between personal and professional codes of ethics. 
Although a professional code of ethics would not support 
changing job titles to avoid certification requirements, a
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
114
personal code of ethics may support the dishonesty, as 
long as it benefits the children of the district. The 
benefit to children is what the superintendent used to 
justify his actions. The conflict, involving honesty and 
dishonesty in these examples, supports the importance of 
honesty as a contributing construct in the development of a 
code of ethics.
Loyalty emerged in stories about dilemmas dealing with 
personnel practices, professional characteristics, and 
political influences. In the interviews, the conflict 
between loyalties was evident. For example, while 
maintaining strict loyalty to a specific employee, the 
superintendent may be showing disloyalty to the students or 
organization. Gall (1962) warned of several factors 
affecting loyalty. He suggested that some "seemingly truly 
loyal employees may exhibit loyalty for loyalty's sake 
alone" (p. 121). They show loyalty to protect their 
current position. Gall further suggested that "an 
organization should not expect, or even desire 
unquestioning loyalty" (p. 121) from its employees.
McPherson (1988) refers to this as blind loyalty. The 
competing loyalties faced by superintendents, compounded by 
their need to protect themselves and maintain their loyalty
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to the board and organization, may intensify the 
conflicts the superintendents reported in dealing with 
dilemmas. As a construct, loyalty should receive careful 
consideration in the development of a code of ethics for 
school leaders.
Compassion, respectfulness, and trust were found in 
the discussion of personnel practices and professional 
characteristics, while empowering was related to personnel 
practices and professional development.
Compassion was evident in the superintendents' 
interviews, especially when considering the release of an 
employee. In discussing firing, the superintendents shared 
that they considered more than just the employee's 
performance. One superintendent shared three different 
stories about deciding if an employee should be fired for 
failing performance or committing an inappropriate act. In 
all of the cases, he shared clear information that could 
lead to the conclusion that the employee should be 
released. At the end of each story he added a twist, such 
as a very ill spouse or a divorce. He had listened to and 
investigated the concerns about the employees, but tried to 
be responsive to their needs. He arranged counseling for a 
teacher involved in a teacher-student relationship and
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defended him to the board. Additionally, a central 
office position was created for a failing principal. His 
acts of compassion undoubtedly caused conflict; for 
example, in the case of the teacher-student relationship he 
said "the board wanted his [the teacher's] head and I said 
no, you can't have it." The conflict here was between 
defending the teacher, who definitely made a mistake, and 
doing what the board wanted and the community would have 
expected if they were aware of the situation. He put his 
own job and reputation on the line. This conflict, based 
on compassion, reinforces the importance of this construct 
and its possible contribution to the development of a code 
of ethics for practicing school leaders.
Empowering, as a construct of behavior, was embedded 
in the interviews as a product of professional development 
and in the maintenance of dignity for fired employees. One 
superintendent spoke at length about creating schools of 
inquiry by giving staff the data, training, and discussion 
time they needed. The staff members were empowered through 
the superintendent's professional development program.
Since only one of the participants discussed professional 
development in terms that were coded as empowering, one 
might conclude that empowering staff may not be the typical
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goal of such programs. This alone supports the 
consideration of empowering when developing a code of 
ethics for school leaders.
Conflicts involving the empowering of staff members 
were noted when superintendents gave employees in jeopardy 
of being fired alternatives to help them retain their 
dignity. Although the employees may have been successful 
and valued employees in the past, they had been deemed as 
no longer effective. Instead of removing them from their 
positions, they were given options such as help finding a 
new position, counseling, or a new position within the 
organization. The employees maintained their dignity, but 
ineffective employees were allowed to continue in new 
positions, passed on to other districts, or retained in 
their current positions. The empowerment of others was not 
found in many interviews, but when it was found it involved 
conflicts that also involved the constructs of loyalty, 
compassion, and honesty. The construct of empowering could 
contribute to the development of a code of ethics for 
school leaders and should be given consideration.
Respectfulness, as a construct of behavior, can cause 
a conflict between the personal beliefs of an individual 
and the professional standards that individual is expected
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to uphold, as suggested in the ethic of profession by 
Shapiro and Stefkovich (2005). One superintendent shared 
that he had heard other superintendents telling crude jokes 
and using racial slurs. The expectation to be respectful, 
be tolerant, and celebrate diversity set forth in 
Stefkovich and Begley's definition of respectfulness are 
diametrically opposed to these superintendents' beliefs 
that it is acceptable to represent vulgarity or bigotry in 
public. As a role model for the entire community, 
superintendents have to pay particular attention to their 
behavior, especially when the behaviors violate an 
expectation of a school leader. This example alone 
indicates the importance of incorporating the construct of 
respectfulness into the code of ethics for practicing 
school leaders.
Trust, like the other constructs of behavior, is 
surrounded by a great deal of conflict. Superintendents 
place their trust in employees, having faith that they will 
do a good job and follow the policies of the district. In 
the interviews, the superintendents indicated that 
employees had violated that trust by participating in 
unethical activities, such as adultery, or not doing their 
assigned job tasks. The superintendents and their boards
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have a mutual trust that can also be a source of 
conflict. Two of the superintendents mentioned that 
members of their boards had discussed board business 
outside of the closed session with members of the 
community, tried to influence decisions to their own 
benefit or to the benefit of a friend or family member, or 
made inappropriate comments during the board meetings.
These conflicts involving trust can be detrimental to the 
district, board, and superintendent. The construct of 
trust must contribute to the development of a code of 
ethics for practicing school leaders.
Multiple Ethical Paradigms Model
The constructs of behavior identified in this study 
are supported by the multiple ethical paradigms model 
discussed by Shapiro and Stefkovich (2005). The four 
paradigms in this model are the ethics of: care, critique,
justice, and profession.
In describing the importance of using a multiple 
paradigms approach to dealing with ethical dilemmas,
Shapiro and Stefkovich (2005) suggest that educational 
administrators need to "become aware of the perspective or 
perspectives they tend to use most often" (p. 7). Since
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people tend to operate using the paradigm with which they 
are most comfortable, they may not always make the best 
decision.
One of the superintendents indicated in his interview 
that he continually questions his decisions to determine 
whether those decisions are "expedient or the best possible 
solution." Expedient decisions are ones made very quickly, 
to essentially make the problem go away. Such decisions 
are made based on the paradigm with which the problem 
solver is most comfortable. To obtain the best possible 
solution, it might be suggested that the decision maker 
needs to examine the dilemma through the lens of each of 
the ethical paradigms, making sure to question each of the 
embedded constructs of behavior within each paradigm. The 
dilemmas described by the superintendents in their 
interviews involved the constructs of more than one ethical 
paradigm. Likewise, the constructs of behavior uncovered 
in this study tend to fit into more than one of the ethical 
paradigms.
Ethic of Care. The ethic of care as described by 
Shapiro and Stefkovich (2005) involves a number of 
behavioral constructs and issues, including loyalty, trust,
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compassion, empowerment, connections, relationships, 
concern, and nurturance. Many of the constructs of 
behavior from this study are included within the ethic of 
care, such as concern, loyalty, compassion, empowering, and 
trust. These constructs were found to be embedded in nine 
of the ten superintendents' interviews. However, when 
examining each of the constructs individually, there is an 
overall underrepresentation of this paradigm in the data, 
especially when compared with the other ethics. This point 
is even more surprising considering that many of the same 
individuals were participants in a study of servant 
leadership and found to exhibit the characteristics of 
servant leaders (Walker, 2003).
Since the ethic of care is a feminist approach to 
addressing ethical dilemmas (Shapiro & Stefkovich, 2005) , 
examining loyalty and trust, compassion, empowerment, 
connections and relationships, and concern and nurturance, 
it may be overlooked in the current predominantly masculine 
administrative atmosphere. School administrators are 
expected to make decisions to maximize the effectiveness of 
their schools. To some this means being fiscally 
responsible; the bottom line is operating the school within 
a given budget. To others, this means being an
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authoritarian force that makes sure that all teachers 
cover the entire district-established curriculum, whether 
the students master it or not. One superintendent stated 
that he was "never callous enough to ever enjoy" firing 
people, as if it was an expectation to be devoid of emotion 
in dealing with poorly performing employees. To those 
operating within the ethic of care, this means creating a 
positive and safe environment for staff and students, where 
everyone can succeed.
The ethic of care and its constructs, which are 
consistent with this study, support the importance of 
addressing concern, loyalty, compassion, empowering, and 
trust in the development of a code of ethics.
Ethic of Critique. The ethic of critique and its 
behavioral constructs were referred to in the interviews 
concerning issues of fairness. In addressing fairness, the 
superintendents questioned: power and authority,
influence, privilege, and social justice in their dealing 
with dilemmas. This paradigm, as it relates to the 
construct of fairness, must be included within a code of 
ethics to maintain focus on the important critical analysis 
of dilemmas that it represents. For some superintendents,
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the inclusion of this paradigm and fairness within a code 
of ethics may guide them to become more critical in the 
examination of dilemmas and making decisions.
Ethic of Justice. Shapiro and Stefkovich (2005) 
mention rights, laws, and policies, equity and equality, 
dignity, tolerance and respect, and fairness in discussing 
this ethical paradigm. These constructs are related to 
those found in this study, including fairness, honesty, 
empowering, and respectfulness. They are similar to and 
repeat some of the constructs of the ethic of care and may 
be perceived as feminist considerations. If these 
constructs are not considered by superintendents in their 
dealing with a dilemma, it may be related to the masculine 
influence on the current style of school leadership.
Ethic of Profession. As with the ethic of critique, 
the ethic of profession was well represented within the 
data. All of the superintendent interviews were embedded 
with statements referring to personal codes of ethics and 
professional standards. Most of the superintendents 
appeared genuine in their discussions of personal beliefs 
and professional standards as they related to the dilemmas
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they faced as superintendents. Several of the 
superintendents may have responded as they did because they 
felt compelled to give what they perceived as appropriate 
answers when being interviewed about ethical dilemmas.
During the interviews, it became obvious that 
superintendents face conflicts between their personal codes 
of ethics, professional standards, and the ethical beliefs 
of their communities. For example, one superintendent 
encountered a parent demanding a grading change to increase 
his child's class ranking. The superintendent's belief was 
that he should be fair to all and follow the policies in 
place. The beliefs of the group of parents whose children 
would benefit differed from the beliefs of the 
superintendent, thus causing a dilemma for the 
superintendent.
Although this paradigm was found more frequently in 
the data, indicating that superintendents may be thinking 
about these issues, it still could contribute to the 
development of a code of ethics for school leaders. A code 
of ethics would be invaluable for dealing with these 
conflicts. By considering the issues of the ethic of 
profession, including personal codes of ethics, 
professional codes of ethics, professional standards,
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community ethics, and the best interest of students, the 
profession will benefit from more consistency between 
leaders. As it stands now, over eight hundred 
superintendents in the state are operating with eight 
hundred different personal codes of ethics, community 
ethical standards, and beliefs about what the professional 
standards are for educational leaders, allowing for a great 
range of ethical and unethical decisions. Having a 
comprehensive set of standards and a formal code of ethics 
will provide guidance for practicing school administrators. 
Providing training on the code and promoting its use could 
also increase its impact on the behavior of school leaders.
Further Observations
An additional finding involved the interview behavior 
of the participants. All of the participants agreed to be 
interviewed as part of this study when contacted by phone. 
When the researcher arrived for the interviews, some of the 
participants seemed defensive or guarded. Behaviors 
included: poor eye contact, long pauses, crossing of the
arms, denial of any knowledge of ethical dilemmas, and 
short responses to the questions.
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The researcher suspected that there were varied 
reasons for this apparent lack of full cooperation. Five 
of the participants are currently seated as superintendents 
and may not have wanted to share information that could 
potentially haunt them in future job searches, either to 
acquire another superintendency or to gain employment in 
another venue, such as the professorate or as a consultant. 
Three participants mentioned that they were directly 
involved with or hoped to gain employment with 
superintendent search firms. Sharing information in the 
interview could have also been too risky for these 
individuals, who hope to be employed in these firms 
throughout retirement. Another possibility is that the 
participants may have withheld information or lied about 
situations to protect their public image, should anyone 
figure out their identity from this work.
Connections and relationships were important to the 
superintendents in this study, as evidenced through 
pictures in their offices, mentioning of family and friends 
and their importance, and comments pertaining to 
relationships with staff. This finding is consistent with 
the servant leadership research conducted by Walker (2003),
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and the ethic of care discussed by Shapiro and Stefkovich
(2005).
During their interviews, the superintendents referred 
to the best interest of children or putting children first. 
One can hope that their focus on children is genuine.
Shapiro and Stefkovich (2005) indicated that no clear 
definition of the phrase best interest of students could be 
found in the literature. To address this, Stefkovich and 
Begley (2007) have proposed a model to explain the best 
interest of students. This student-centeredness should be 
considered along with the constructs of behavior when 
developing a code of ethics.
The importance of developing a code of ethics for 
practicing school leaders was further underscored by the 
fact that eight of the ten superintendents in the study 
said a code would be of value to the profession.
Conclusions and Implications
Eight constructs of behavior were evident in the 
analysis of the interview transcripts: concern, fairness,
honesty, loyalty, compassion, empowering, respectfulness, 
and trust. The conflicts that exist within each of these 
constructs underscore the importance of their contribution
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to a code of ethics. These conflicts could be the result 
of an incongruence between personal and organizational 
beliefs and goals.
Getzels and Guba (1957) suggest that an incongruence 
between the nomothetic dimension of social behavior, or the 
institution with its roles and expectations; and the 
idiographic dimension, or the individual with its unique 
personality and need-dispositions, sets up a conflict that 
can lead to loss of individual and institutional 
productivity. Institutions exhibit characteristics that 
may help minimize the conflict's impact. Institutions are 
structural, having component parts and rules to govern 
their interactions. They are normative in that their 
required tasks are organized into roles which norm 
behavior. They are sanction-bearing because they must have 
positive and negative consequences for insuring compliance 
to the norms. These characteristics are suggestive of a 
code of ethics.
A review of the literature indicates that there is no 
comprehensive code of ethics based on constructs of 
behavior in the field of educational leadership.
Educational organizations, such as the American Association 
of School Administrators, have created rudimentary codes of
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ethics, but no comprehensive codes of ethics based on the 
behavioral constructs of school leaders can be found.
The implications of this study are far-reaching, 
bringing critical attention to an area of concern to the 
public that is not adeguately addressed by the educational 
community at this time. The public reads the newspapers, 
listens to the radio, and watches television. They see the 
transgressions of school leaders, such as embezzlement, 
sexual indiscretions, and cheating on state assessments.
This study provides the field with a set of constructs of 
behavior that could contribute to the development of a code 
of ethics and with the data to support a need for a code of 
ethics.
The interviews conducted for this study all lead to 
one clear piece of data: all of the school leaders had
either faced ethical dilemmas directly on the job, or knew 
firsthand of someone who had dealt with an ethical dilemma. 
Although some were more forthcoming than others with 
information, they all had knowledge of the ethical dilemmas 
faced by superintendents and principals. This information, 
coupled with the transgressions of school leaders 
documented in the media, indicates a need for a
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comprehensive code of ethics based on the constructs of 
behavior valued by exemplary school leaders.
Recommendations for Practice 
Upon reviewing fifty codes of ethics from professional 
organizations, reading literature on the creation and 
implementation of codes of ethics, and analyzing the data 
from this study, the researcher recommends that the current 
attempts at a code of ethics (NAESP, 1976; AASA, 1981;
ASCD, 2006) for education be reviewed and revised to 
reflect the needs of school leaders and the constructs of 
behavior illuminated by this study.
The primary responsibility for the creation of the 
code of ethics should rest with the professional leadership 
organizations, such as the state affiliates of the National 
Association of Elementary School Principals, the National 
Association of Secondary School Principals, and the 
American Association of School Administrators. The process 
for the creation of a code of ethics should involve a 
committee of individuals representing different levels of, 
and different perspectives on, leadership. Baker (2005) 
developed a draft code of ethics for the field of bioethics 
and came under much fire after its publication. He did not
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involve others in the development of the code; although 
his draft code was deemed by some to be a good start, the 
road to implementation was rocky. The method used by the 
National Association for the Education of Young Children 
(NAEYC), as described by Kipnis (2005), involved a series 
of workshops and meetings throughout the country to get 
input on the development of the code and feedback on the 
drafts.
Once the code of ethics has been created and adopted, 
a mechanism for training must be put in place. This 
mechanism should involve the state board of education, 
state professional organizations, state universities, and 
colleges. Classes on ethics must be incorporated into 
educational leadership training programs. Specific 
knowledge of ethics and the educational leaders' code of 
ethics must become part of the administrative certification 
process. One participant in this study suggested that an 
administrator academy course on the code of ethics be 
required for newly hired superintendents, much the way the 
evaluation of professional staff course is required for all 
newly appointed administrators.
Finally, a system for reviewing the code of ethics 
must be developed. In reviewing the fifty codes of ethics
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for this study, the researcher noticed that some codes 
were updated regularly, while others had gone unchanged for 
over thirty years. Education and society in general change 
constantly. Codes of ethics that are not regularly 
reviewed and revised will lose effectiveness and 
applicability to newly arising situations. It is 
recommended that the review of the code of ethics become 
part of the agenda for state professional organizational 
conferences or conventions.
Recommendations for Future Study 
Since few studies have been completed on the issue of 
codes of ethics for educational leaders, the possibilities 
for future study are broad. One possible follow-up study 
would be to conduct interviews with additional 
superintendents following the interview protocol used in 
this study. With a wider pool of participants, the 
constructs of behavior and areas of practice that emerged 
from this study could receive more support. Additional 
constructs and components may emerge. With a wider pool of 
superintendents from around the state, an analysis of 
constructs of behavior and areas of practice by 
demographics would be possible: Are there differences by
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size of district, region of the state, years of 
experience, type of district, type of community, gender of 
the school leader, educational level of the leader?
For the development of the actual code of ethics a 
wider pool of participants would lend more credibility to 
the operational definitions and specific guidelines 
presented to address each construct and component. The ten 
superintendents in this study may or may not be 
representative of the broader population of 
superintendents.
The actual development and implementation of a code of 
ethics for school leaders would provide another opportunity 
for research. Documenting the process would be valuable 
for other professional organizations attempting the same 
task. This new study could be the starting point for 
reflection when reviewing and revising the code of ethics.
A study of the effectiveness of codes of ethics in the 
educational setting could provide support for the code and 
codes of ethics in general. This new study might also 
suggest areas of the code needing revision.
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Summary
This study provided a description of the ethical 
constructs valued by participating school superintendents. 
The analysis of interview transcripts yielded eight 
constructs of behavior: concern, fairness, honesty,
loyalty, compassion, empowering, respectfulness, and trust. 
Five areas of practice also emerged from the analysis: 
personnel practices, professional characteristics, 
political influences, finances, and professional 
development. These constructs of behavior and areas of 
practice provide fertile ground for development of a 
professional code of ethics for practicing school leaders. 
Although a code of ethics will not stop all unethical 
behavior, because it cannot change the internal moral 
guideposts of school leaders, it may significantly impact 
behavior through the creation of a culture in which leaders 
make better decisions, decisions reached with an awareness 
of ethics and ethical constructs, and through conversations 
with colleagues about ethical dilemmas they have faced.
Such a code of ethics would serve to advance the field of 
educational leadership, providing renewed direction to 
educational leaders as they grapple with an increasingly 
predicament-laden profession.
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Theme Reason Reference Phrasing from Article
Values Clarification
To state values and set 
expectations for the 
profession
Boudreaux & Steiner (2005) a statement of values, sets the official tone at the top regarding expected behavior
Forester-Miller & Davis (1996) guiding principles
Freeman, Engels, & Altekruse 
(2004)
reflects consensus of normative values, 
beliefs, and concerns
Griggs (1997) expectations of members, rule of behavior
Grundstein-Amado (2001) articulates organization's values, norms, & obligations to the public
Holmquist(1993) helps clarify values and standards
Kitchener (1984) Principles
Mabe & Rollins (1986) account of professional responsibility
NSBA (1997) ethical standards and values
Southern, Smith, & Oliver (2005) rules and guidelines
Wulfson (1998) overall goals and standards
Impact of Actions
To protect members and 
their clients
Gutman (2005) Confidentiality
Baker & Emanuel (2000) litigation for unethical behavior, protect 
reputations
Griggs (1997) what is expected by the company and its 
clients
Grundstein-Amado (2001) public interest
Due to the far-reaching 
impact of decisions
B eck(2002)
make an enormous difference in the lives 
of selected individuals, or widespread and 
pervasive influence on the lives of many
Brooks(1989) de-emphasize the maximization of short 
term profit as the only goal


























Theme Reason Reference Phrasing from Article
Boudreaux & Steiner (2005) disseminated to consumers, media, and others
Brooks (1989) crisis of confidence, low credibility
Grundstein-Amado (2001) confidence and trust
To increase professional Gutman (2005) Competence
and credibility Holmquist (1993) Reputation
NSBA (1997) assuming responsibility
Pardini (2004) credibility, lapses undermining public trust
Terhart (1998) professionalization of teaching
Professionalism





guidelines for those who already possess a 
basic moral sense
Terhart (1998) need for professional autonomy
Pardini (2004) lack of experience in new superintendents
Due to lack of knowledge &
Stonehouse (1991) a lack of understanding and agreement on what 
constitutes best practice
experience
Southern, Smith, & Oliver (2005) changes in codes reflect increasing knowledge 
and research evidence regarding best practices
Boudreaux & Steiner (2005) valuable communication tool
Griggs (1997) from senior to junior members
To communicate between Holmquist (1993) all employees
members and with the 
public NSBA (1997)
between members, reinforces bonds of 
professionalism
Communication
Wulfson (1998) to members, open communication curbs 
unethical behavior
To address negative 
publicity
Brooks (1989) almost daily a new scandal or issue is featured 
in the media
































Theme Reason Reference Phrasing from Article
Need for Guidance
To promote ethical behavior
Boudreaux & Steiner (2005) to prevent misconduct
Griggs (1997) promote beliefs
Grundstein-Amado (2001) foster an ethical climate that elevates moral 
profile
NSBA (1997) to reduce the risk of unethical behavior
Wulfson (1998)
a point of focus for everyone in the organization
To provide a framework for 
ethical decision making
Boudreaux & Steiner (2005)
provides guidelines for ethical decision making
Forester-Miller & Davis (1996) framework for ethical decision making
Freeman, Engels, & Altekruse 
(2004)
provides framework from which practitioners 
can reflect on....actions and evaluate
Grundstein-Amado (2001) provides concrete guidelines for resolving 
ethical problems
Wulfson (1998) decision-making process
Due to the complexity of 
issues faced
B eck(2002) demographics have changed radically
Brooks (1989) increased emphasis on quality of life issues
White (1996) a different world
Wulfson (1998) a global culture
Due to aging and outdated 
institutions B eck(2002) in absence of formal and informal 

































Theme Reason Reference Phrasing from Article
Due to incentives and merit 
pay for performance
Levitt & Dubner (2005)
a teacher whose students test poorly can be 
censured or passed over for a raise of 
promotion, if students do well...praised, 
promoted, or bonused
Jacob & Levitt (2003) teaching to the test, high-stakes testing induces 
cheating
Jacob & Levitt (2003b)
observed frequency of cheating appears to 
respond strongly to relatively minor changes in 
incentives
Due to inequitable 
conditions between schools




Due to increasing external 
pressures
Pardini (2004)
NCLB pressure, improperly administered tests
Stonehouse(1991)
increasing demands by parents, funding bodies, 
agencies, government, licensing bodies, and 
conflicts between them
Due to growing expectations 
of penalties and sanctions
Brooks (1989)
if caught, a corporation or its executives should 
be penalized more heavily rather than let off 
lightly, growing public opinion
for wrongdoing
Pardini (2004) needs to be backed by laws.,.consequences for 
infractions
Due to growing power of 
special interest groups Brooks (1989)












Appendix B: Summary of Components of Codes of Ethics
from the Literature
Components of 
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Appendix C: Common Components Included in Codes of













































































































































































































































































Appendix C: Common Components Included in Codes of


























































































































































































































































































































List of Organization Abbreviations
Abbrev Organization
APG Association of Professional Genealogists
APTA American Physical Therapy Association
ASA American Sociological Association
ASCD
Association of Supervision & Curriculum 
Develop.




ASME American Society of Mechanical Engineers
ASMP American Society of Media Photographers
ASNE American Society of Newspaper Editors
ASQC American Society for Quality Control
ATCA Air Traffic Control Association
CCA Canadian Counseling Association
FOP Fraternal Order of Police
IAASE Illinois Alliance of Admin. Of Special Education
IACP Illinois Association of Chiefs of Police
IAMFC Inf 1. Assoc, of Marriage & Family Counselors
IASA Illinois Association of School Administrators
IASB Illinois Association of School Boards
IASBO Illinois Association of School Business Officials
iPA Illinois Principals Association
IRA International Reading Association
NAESP National Assoc, of Elem. School Principals
NAR National Association of Realtors
NEA National Education Association
PRSA Public Relations Society of America
Abbrev Organization
AAA American Anthropological Association
AACC American Association for Clinical Chemistry
AACD
American Assoc, for Counseling & 
Development
AAE Association of American Educators
AAO American Academy of Optometry
AASA American Association of School Administrators
AAUP American Association of University Professors
ACA American Counseling Association
ACFE American College of Forensic Examiners
ACHE American College of Healthcare Executives
ACS American Chemical Society
ADA American Dental Association
AECA Australian Early Childhool Association
AFFt Associated Fire Fighters of Illinois
AIA Archaelogical Institute of America
AIC American Institute of Chemists
AICE American Institute of Consulting Engineers
AIEE American Institute of Electrical Engineers
ALA American Library Association
ALPA Air Line Pilots Association
AMA American Marketing Association
AMHCA
American Mental Health Counselors 
Association
AMS American Mathematical Society
AMS2 American Meterological Society




































































Serves as a guide 
to beliefs, 
values, & rules 
and a statement 
of commonality 
among members
X X X X
Decrease damage 
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whether the code 
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impacted by the 
vagueness of the 
language or when 
definitions of 



































































issues cannot be 
addressed
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Codes may be at 
odds with 
parallel forms, 
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Because you have been a recipient of the Illinois Superintendent of the Year Award, I am 
inviting you to be a part of my doctoral research study. I am a doctoral student in the 
educational administration program at Northern Illinois University. I am working on a 
study o f the beliefs held by successful superintendents to establish a conceptual 
framework for developing a code of ethics. Your participation will provide valuable 
perspectives on the beliefs of and ethical dilemmas faced by successful Illinois 
superintendents.
If you choose to be a part of this study, I will ask that you participate in a personal, face- 
to-face interview at a time and location of your choosing.
I will call you on [later date] to introduce myself to you, answer any questions you may 
have, find out if  you are interested in participating, and schedule an interview. If you 
have additional questions concerning this study, you may contact Dr. Susan Stratton at 
[phone number] or Dr. Teresa Wasonga at [phone number], dissertation co-chairs.
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APPENDIX G: Consent for Participation in the Study
Consent for Participation in Research Study
I agree to participate in the research project titled 
Toward a Code of Ethics: A Phenomenological Study of the 
Ethical Constructs Valued by Selected Illinois 
Superintendents being conducted by Lauren Rentfro, a 
doctoral student at Northern Illinois University. I have 
been informed that the purpose of the study is to identify 
ethical constructs valued by successful superintendents.
I understand that if I agree to participate in this study,
I will be asked to participate in a 60-90 minute personal 
interview.
I am aware that my participation is voluntary and may be 
withdrawn at any time without penalty or prejudice and that 
if I have any additional questions concerning this study, I 
may contact Lauren Rentfro at [phone number], Dr. Susan 
Stratton at [phone number], or Dr. Teresa Wasonga at [phone 
number]. I understand that if I wish further information 
regarding my rights as a research subject, I may contact 
the Office of Research Compliance at Northern Illinois 
University at [phone number].
I understand that the intended benefits of this study 
include the collection of data on ethical constructs and 
beliefs as they relate to successful leadership and the 
establishment of a conceptual framework for the development 
of a code of ethics.
I understand that all information gathered during this 
experiment will be kept confidential by the use of 
pseudonyms in the presentation of the data. I understand 
that a breach of confidentiality is possible and have 
shared information with the researcher with an awareness of 
this possibility.
I realize that Northern Illinois University policy does not 
provide for compensation for, nor does the University carry 
insurance to cover injury or illness incurred as a result 
of participation in University sponsored research projects.
I understand that my consent to participate in this project 
does not constitute a waiver of any legal rights or redress 
I might have as a result of my participation, and I
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acknowledge that I have received a copy of this consent 
form.
Signature of Subject Date
I also give consent for the digital recording of my 
personal interview.
Signature of Subject Date
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Thank you for agreeing to participate in my dissertation study. Please complete 






o Native American or Alaskan






o Master’s (M.A. or M.S.)
o Specialist (Ed.S.)





o 12 or more years
Number of Districts in which you have 
served as Superintendent: _________
For the next three items, mark all 
responses that describe the districts in 
which you have served as 
Superintendent.
Additionally, circle the responses for 
the district in which you were 
nominated.
District Size(s):







o 25000 or more
District Type(s):
o Elementary only 
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Part 2: Interview 
Introductory Question:
1. W hy do you th ink you were nominated fo r the Superintendent o f 
the Year Award?
Key Questions:
1. W hat do you perceive to be the most pressing ethical dilemmas 
you have faced (or faced) as a superintendent? W hy was each a 
dilemma to you? How did you respond to these conflicts?
2. In your opinion, would a code o f ethics fo r superintendents be o f 
value to the profession? W hy or why not? I f  yes, who should be 
involved in developing the code o f ethics?
3. W hat specific element o f a code o f ethics do you th ink would be 
most im portant to include?
Closing Question:
1. W hat else would you like  to share?
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